
GOVERNMENT OF THE DISTRICT OF COLUMBIA 
PUBLIC EMPLOYEE RELATIONS BOARD 

AMERICAN FEDERATION OF 

450 H Street, N.W. 
Room 411 
Washington, DC 20001 
( 2 0 2 )  682-1118, 

Comp a Complainant l 

and PERB Case NO. 02-U-16 
DC DEPARTMENT OF MENTAL HEALTH, 
COMMUNITY SERVICES AGENCY, 
35 K street, N.E., 3rd Floor 
Washington, DC 20002 
(202) 442-4100, 

GOVERNMENT EMPLOYEES, LOCAL 383 

Respondent. 

UNFAIR LABOR OR PRACTICE COMPLAINT 

Complainant American Federation of Government Employees, Local 

383 ("the Union") charges the DC Department of Mental Health, 

Community Services Agency ("CSA") with continuing unfair labor 

practices, as follows: 

1. The Union holds a joint certification as the exclusive 

collective bargaining representative of mental health services 

bargaining unit employees at CSA. 

2. CSA is an agency of the District and is subject to the 

jurisdiction of the Public Employee Relations Board in accordance 

with D.C. Code § 1-602.1. 

3. The Union has a collective bargaining agreement with 

which has continued without amendment since September 30, 1995, and 

which is attached as Attachment A to the filed original of this 



complaint. 

4. On or about March 14, 2002,  representatives of CSA met 

with Johnnie Walker, President of the Union, along with 

representatives of other unions who represent employees at CSA. 

5. At this March 1 4 ,  2002,  meeting, CSA announced unilateral 

changes it was making to mandatory subjects of bargaining 

including, but not limited to, employee work hours and shift 

schedules and the use of personal and government vehicles to 

perform work duties. CSA announced that these changes would become 

effective in two ( 2 )  weeks. 

6. CSA did not give the Union advance notice or the 

opportunity to bargain over its unilateral changes prior to the 

announcement on March 14th. 

7. Since March 14, 2002,  CSA has failed and refused to 

bargain with the Union over matters affecting wages, hours, and 

terms and conditions of employment. 

8. By the conduct alleged in paragraphs 4-8, CSA has failed 

and refused to bargain in good faith in violation of D.C. Code § §  

1-618.4 (a) (1) and (5). 

10. The Union is aware of no related or other proceedings 

involving matters related to this complaint. 

WHEREFORE, the Union asks the PERB to find that CSA’s conduct 

constitutes an unfair labor practice and order that CSA: 

A. Cease and desist from violations of D.C. Code § §  1-618.4 

(a) (1) and (5) in the manner alleged or in any like or related 



manner and bargain with the Union over the issues raised at the 

March 14th meeting; 

E. Return and/or maintain all wages, hours, and terms and 

conditions of employment: to or at the status quo until such time as 

CSA bargains with the Union; 

C. Pay the Union's costs in this matter; 

D .  Post an appropriate notice to employees; and 

E. Desist from or take such affirmative action as 

effectuates the policies and purposes of the Comprehensive Merit 

Personnel Act of 1 9 7 8 .  

Respectfully submitted, 

O'DONNELL, SCHWARTZ &ANDERSON, P.C. 

By : 
Melinda K. Holmes- 
1300 L Street, N.W., Suite 1200 
Washington, D.C. 20005 
(202)  898-1707 

Attorneys for the American 
Federation tion of Government Employees, 
Local 383 
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CERTIFICATE OF SERVICE 

I certify that on March 28, 2002, a copy of the foregoing 
Unfair Labor Practice Complaint, with attachment, was served by 

First Class Mail, postage prepaid, on the following: 

DC DEPARTMENT OF MENTAL HEALTH, 
COMMUNITY SERVICES AGENCY, 

. 3 5  K Street, N.E., 3rd Floor 
Washington, DC 20002 

Mary Leary 
DC OFFICE OF COLLECTIVE BARGAINING AND 
LABOR RELATIONS 
4 4 1  4th Street, N.W. 
Suite 200 South 
Washington, DC 20001 
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COLLECTIVE BARGAINING AGREEMENT 

BETWEEN 

May. 05 1999 07:05AM P2 

AMERICAN FEDERATION OF STATE, COUNTY, AND MUNICIPAL EMPLOYEES 

LOCAL 2095 

AMERICAN PED-TION OF GOVERNEMENT EMPLOYEES 

LOCAL 383 

AND 

DISTRICT OF COLUXBIA DEPARTMENT OF SERVICES 

COMMISSION ON MENTAL HEALTH SERVICES 

Effective Through September 3 0 ,  1 9 9 5  
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PREAMBLE PREAMBLE 

This Agreement is entered into this - day o f  , 
1993 between the  District of Columbia Government, Department of 
Human S e r v i c e s ,  commission on Mental Health Services (hereinafter 
j o i n t l y  referred to a s  the "Employer") and Local 383, American 
Federation of Government Employees, AFL-CIO, and Local 2095, 
District of C Columbia Council 20 American Federation of State, 
District of Columbia County and Municipal Employees, AFL-CIO (hereinafter jo int ly  
referred to as  the “Union"). The parties recognize that the Mayor 
of t h e  District of Columbia is the Executive O f f i c e r ,  t h e  Director 
of the Department' of Human Services is the responsible official official f o r  
day-to-day operations of the Department of Human Services. 
Accordingly, the term "Employer” as used herein shall apply 
interchangeably t o  those officials or their authorized designees as 
the individual provisions of the Agreement may be applicable or as 
the authority i s  established by law. 

ARTICLE 1 
PARTIES TO THE AGREEMENT 

Pursuant to authority contained in  the D.C. Code, Subchapter 
XVIII , Labor-Management Relations, t h i s  Agreement is made between 
t h e  Commission on Mental Health Services, Department of Human 
Services, hereinafter called the Employer, and Local 2095, District 
of Columbia Council, 20, American Federation of State, County and 
Municipal Employees (AFL-CIO) and Local 383, American Federation of 
Government Employees (AFL-CIO), hereinafter jointly referred to as 
the Union- 

.¶ 

ARTICLE 2 
COVERAGE OF AGREEMENT. ACCORD OF RECOGXITION. AND UNIT DEFINITION 

section 1: 

This Agreement applies to: All non-professional professional, non- 
supervisary employees in  the-Comission. on MentaI. Health Services, 
Department of . Human Services .excluding management executives, 
confidential employees, supervisors non-professional employees of 
t h e  Constrcution, Electrical, Mechanical, Preventive Maintenance, 

.Garage, and Fabric Care Sections, any employees engaged in 

employees engaged in administering the provisions of D.C. Law 2- 
139. 

personnel work in other than a puraly purely clerical capacity or 
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Section 2: 

The Union is the exclusive representative of all employees in 
the &ova-referenced u n i t  and, as such, is  entitled t o  a c t  for all 
employees in the unit and is r e s p o n s i b l e  for r e p r e s e n t i n g  the 
interests of all such employees without d i s c r i m i n a t i o n  and without 
regard t o  union  membership. 

section 3: 

Issues involv ing  u n i t  d e f i n i t i o n  and its scope may be referred 
by either p a r t y  to the Public Employee Rela t ions  Board Far 
r e s o l u t i o n  under appropr ia te  procedures. _ .  

Section 1 - Management Rights in Accordance With t h e  Comprehensive 
Merit Personnel A c t  (CMPAL: 

D.C. Code Section 1-618.8 of t h e  CMPA e s t a b l i s h e s  managenert 

'' (a) The respec t ive  personnel a u t h o r i t i e s  (management) 
shall r e t a i n  the sole r i g h t  i n  accordance with a p p l i c a b l e  laws 

(11 t o  d i r e c t  employees of the agencies ;  

(2) t o  hire, promote, t r a n s f e r ,  a s s ign  and r e t a i n  
employees i n  pos i t i ons  wi th in  the agency and to suspend, 
demote, discharge or take o t h e r  d i s c i p l i n a r y  a c t i o n  
against employees far cause;  

( 3 )  to relieve employees of du t i e s  because o f  lack 
of work o r  other legitimate reasons ;  

( 4 )  to maintain t h e  e f f i c i e n c y  of the District 
government opera t ions  entrusted to them; 

( 5 )  to determine the mission of the agency, i ts  
budget, its organization, the number of employees and t he  
number, t y p e s  and grades  of p o s i t i o n s  o f  employees 
ass igned t o  an o r g a n i z a t i o n a l  un i t ,  work projest o r  tour 
of du ty ,  and the technology of performing its work; or 
its internal security practices; and 

( 6 )  t o  take whatever a c t i o n s  nay be necessary  t o  
carry aut t h e  mission of the District government in 
emergency situations. 

r i g h t s  as follows: 

and rules and r e g u l a t i o n s :  

2 
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(b) All matters shall be deemed negotiable except those 
that are proscribed By this title-. . . " 

Section 2- Impact of Exercise of Management Rights: 
Management r i g h t s  are not subject to negotiations; however, in 

the Employer's exercise of such rights, the Union may grieve where 
there has been an adverse impact upon employees regarding terms and 
conedtions of employment or a specific violation of a separate 
Article of this Aqreement. 

ARTICLE 4 
EOUAL EMPLOYMENT OPPORTUNITY 

The Employer and Union agree to cooperate in providing equal 
opportunity for all employees; in guarding' against unlawful 
discrimination because of race, color, religion, sex, age, marital 
Status, physical handicap, national origin, union membership o r  
non-membership, political affiliation, personal appearance, sexual 
orientation, family responsibilities, matriculation, or as 
otherwise provided by law; and in promoting equal opportunity 
through a positive and continuing effort. 

section 2: 

The Employer agrees to vigorously continue the implementation 
of its E q u a l  Employment Opportunity Program as approved by the 
Director, D.C. O f f i c e  of Human Rights. F o r  the purposa of this 
Agreement, the Department's Affirmative Action Plan will be 
observed. Progress reports will be  sent to the Union periodically 
as to the implementation of the Affirmative Action Plan. 

Section 3: 

1  The Union shall designate an Aff Affirmative Action Coordinator. 
The Department's EEO Officer shal l  notify the Affirmative Action 
coordinator to attend meetings of the Department's Affirmative 
Action Counselors, and be permitted to meet with the Department EEO 
officiasls to discuss implementation of the Affiirmative Action Plan 
including Department policies and programs. programs. . 
Section 4: 

To promote equal opportunity, the employer will continue to 
conduct an affirmative action program. including an affirmative 
action pian formuated and implemented i n  accordance with 
appl i cab le  laws and regulations. 

3 
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section s: 

The Employer agrees to provide t h e  Union with a reasonable 
number of copies of the  Affirmative Action Plan. Additionally, the 
Employer wi11 provide a copy of the EEO complaint procedure to an 
employee upon his/her request 

Section 6 :  

The Employer and the Union w i l l  respect an employee’s right to 
file a formal discrimination complaint under the EEO Complaint 
Processing Procedure. It is understood that prior to filing such 
a complaint, an employee must consult an EEO Counselor and follow 
the prescribed counseling procedure. Charges of discrimination 
shall be considered by the appropriate administrative agency having 
jurisdiction over t h e  matter and shall therefore n o t  be subject to 
the negotiated grievance procedure. 

s e c t i o n  7 :  

An employee may contact  any EEO Counselor at the CMHS on a 
The Employer wi11 publicize the names of potential EEO complaint. 

these counselors, indicating how they may be contacted. 

S e c t i o n  a: 

Final selection and appointment of EEO Counselors is a higher- 
level agency management responsibility. However, t h e  Employer 
agrees that the Union has a right to submit names of unit employees 
to the Employer f o r  consideration. further ,  the Employer agrees to 
consider these nominees, using the same criteria as are used f o r  
any other nominees. The Department wi11 notify the Union of those 
Union nominees forwarded. The Union wi11 be notified of the names 
of employees selected as EEO Counselors. 

Section 9 :  

It is understood that official t i m e  for preparation and 
presentation of a discrimination complaint shall be i n  accordance 
with applicable EEO regulations. Grievances concerning the 
application of these provisions shall be considered by the 
appropriate administrative agency having jurisdiction over  the 
matter. 

sect ion 1 0 :  

The  Union. will be provided a copy of the most recently' 
compiled CMHS statistical report on EEO. 
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Section 13.: 

In the event the  Employer conducts labor relations training 
for EEO Counselors, a representative of each Union will be afforded 
the opportunity to present the Union ‘s viewpoint on labor relations 
implications of EEO counseling. 

ARTICLE 5 
RIGHTS OF EMPLOYEES 

I.... 

Section A General: 

1. All employees shall be treated f a i r l y ,  equitably and with 
respect, .in accordance with District of Columbia laws, rules a n d ,  
regulations, including the provisions of t h i s  Agreement. 

2. Each employee has the right to bring a work-related matter 
of personal concern to the attention of an appropriate official of 
the Department and/or the Union, in accordance with established 
policies an2 procedures, including the provisions of this 
Agreement. 

3. An employee who has brought a work-related matter of 
personal concern to the attention of an appropriate official of the  
Employer has a right to a response within seven (7) workdays if 
requested by the employee. If the matter is presented in writing, 
the  response will be in writing 

An employee’s initial point of contact with the Employer 
on a work related matter of personal concern will be his or her 
immediate supervisor. The Employer and the Union agree to 
encourage employees to bring such matters t o  the attention of their 
immediate supervisors. If the immediate supervisor is not the 
appropriate o f f i c i a l ,  he/she will refer the employee to the 
appropriate official. 

The Employer and Union agree that Employees shall be free 
from restraint, interference, coercion. or discrimintion in the 
exerc ise  of their right to organize and designate representatives 
of their own choosing for the purpose  of collective bargaining and 
the presentation of grievances. 

Section B Classification: 

4.. 

S. 

1. An employee in the bargaining unit may discuss/review his/ 
her job classification in terms of title series grade 
description with the appropriate supervisor. who w i l l  meet promptly 
with the employee and his/her representative to discuss the matter 
Such request nay be presented o r a l l y  to the appropriate supervisor. 

5 
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If the m a t t e r  is not satisfactorily settled at t h i s  level, the 
employee may initiate a classification appeal i n  accordance w i t h  
the classification appeal procedures an the Personnel Policy 
manual 

2. The employee may appeal the classification of his/her 
position to the Office of Employee Appeals as provided in Sections 
1102(c) and 1111(c) of the Comprehensive Merit Personnel A c t .  

Section C - Job Descriptions: 

1. Every employee within the unit will be supplied with a 
copy of their official jab description. 

Upon request, t h e  Union will be supplied with a copy of esch 
job description when needed for a grievance or classification 
appeal. 

Employees will be informed of any changes in their job 
description affecting their position pr ior  to implementation. 

2 .  Each job description shall specify the magor duties and 
responsibilities of the position. When t h e  phrase "other dut ie s  as  
assigned" is included in a position description, it will not be 
construed to include unrelated dut ie s  which are. regular and 
recurring in nature and which would adversely affect the employee's 
title, grade and series. If the employee's title, grade, and 
series would be adversely affected, the  employee will have the 
right to grieve such action. 

Section D - Bond and Charity Drives: 

Employee participation in bond and charity drives will be 
strictly voluntary. 

Section 1: 

The Union shall be given the opportunity to be represented at 
f o m a l  discussions between the Employer and employees o r  employee 
representative concerning the implementation of this contract.  

Section 2:  

The Union may designate up to a t o t a l  of sixty-four ( 6 4 )  
stewards. So that each employee might. have reasonable accoss to a 
steward familiar with t h e  employee's working conditions, the Union 

6 
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will attempt to appoint stewards from a cross-section of unit 
employees. The Union w i l l  ass ign  each steward to represent specific areas, normally within the steward ‘s Division. The Union 

may des ignate  up to f i v e  (S) chief stewards who will be un i t  
employees and assign each t o  represent certain M u t i - d i v i s i o n a l  
areas. Employees i n  these assigned areas  will normally (except 
described below) when seeking a s s i s t ance  as provided f o r  i n  this 
Agreement, r e c e i v e  such assistance from a steward des igna ted  to 
represent t h e i r  area.  

If a steward is n o t  ava i l ab le ,  t he  employee will con tac t  an 
of f icer  of the  Union. The  o f f i c e r  will des igna te  a steward t o  
represant that employee and n o t i f y  the, superv isors  of both .the 
steward and t h e  employee involved. 

section 3: 
The U n i o n  will supply the Employer, i n  wr i t i ng ,  and maintain 

w i t h  the Employer on a c u r r e n t  basis: (a )  a complete l i s t  of Union 
o f f i c e r s ,  chief stewards and stewards ( including the s p e c i f i c  t i t l e  

t h e  area each steward and chief of each and 
steward is a s s i g n e d  to reprasent and (b )  2 copy of the Union's 
const i tur t ion,  by-laws, and statement of objec t ives .  Upon receipt 
from t h e  Union of t h e  information required under this s e c t i o n ,  t h e  
Employer will distribute t h e  listing o f  Union o f f i c e r s ,  chief 
stewards and stewards. 

Sec t ion  4: 

The Employer will deal with o f f i c e r s  and stewards, designated 
in accordance with Section 3 above. as Union r ep resen ta t ives ,  as 
provided f o r  i n  this Agreement. 

Sect ion s: 

The Union will notify the Employer, i n  writing, of non- 
employee o f f i c i a l s  of D.C. Council 20 and District 1 4  who are 
authorized to represent: t h e  Union i n  dealings with the employer. 
Such dealings w i l l  be through t h e  designated CMHS r ep resen ta t ive ,  
who shall make appropr ia te  arrangements for v i s i t s  t o  the Employer. 
facilities by D.C. Council 20 or District 1 4  r e p r e s e n t a t i v e s  
official bus iness .  

section 6 :  

The provis ions  of this Article do not prec lude  the Union from 
designating other ind iv idua ls  as Union representatives. The i n t e n t  of the Parties, however. is t ha t  the steward system, augmented 
where appropi ra te  by Union officers and officials, will be used, 
expect on rare occasions.  Other ind iv idua ls  must have w r i t t e n  
authoritation from the Union. Presidents or Vice Presidents to act f a r  
the Union o n  a p a r t i c u l a r  mat ter .  The Employer r e se rves  the right 
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to deny recognition to such individuals ,  pending consu l t a t ion  
the Union c o n c e r n i n g  their status. The Employer's right to deny 
r ecogn i t ion  may only be exercised upon r easonab le  doubt  as to the 
legitimate Union designation of an individual-  When exercising the 
r igh t  to deny r e c o g n i t i o n ,  the Employer shall immediately contact 
the Union for c o n f i r m a t i o n  of designat ion-  

section 7 :  

A Union r e p r e s e n t a t i v e  who desires  t o  leave his Or her Place 
of f o r  a duty a r i s i n g  from t h i s  Agreement must c o n t a c t  his or 
her immediate supervisor f o r  permission a s  f a r  in advance as 
practical, stating the nature  of the matter, the p l a c e ( = )  to be 
v i s i t e d ,  and a reasonable estimate Of t h e  t i m e  of return. If the 
duty involved c o n t a c t i n g  an employee, when the employee has 
designated the o f f i c e r  or steward i n  accordance w i t h  this 
Agreement, t h e  Union representa t ive  will contact the immediate 
supe rv i so r  of Such employee and obtain t h a t  s u p e r v i s o r  ‘s permission 
t o  -contact  or m e e t  with the  employee. If t h e  immediate supervisor 
is no t  ava i lab le ,  permission may be given by t h e  n e x t  level 
supervisor. Such permission wil l  be given u n l e s s  the work s i t u a t i o n  
or an emergency d i c t a t e s  otherwise; and a c o n f i d e n t i a l  p l a c e  for 
discussing the matter  w i l l  be made avai lab le  upon request.  The  
Union r e p r e s e n t a t i v e  will report back to his or h e r  s u p e r v i s o r  upon 
completion of d u t i e s  a r i s i n g  'from chis Agreement and r e t u r n  t o  his 
o r  her place of work and w i l l  lose  no pay o r  other b e n e f i t s  as a 
r e s u l t  of such  absences, provided the t o t a l  t i m e  thus  s p e n t  is kept 
at a m i n i m u m .  

Section 8 :  

The Union acknowledges that the Employer r e t a ins  the r i g h t  t o  
change t he  work shifts of Union r e p r e s e n t a t i v e s .  However, it is 
agreed t h a t  t h e  Employer w i l l  not change work shifts SO that the 
e f f e c t i v e n e s s  of the Union w i l l  be u n f a i r l y  impaired. The Employer will n o t i f y  the Union President i n  w r i t i n g ,  f i v e  ( 5 )  work days in 
advance (except, i n  emergencies, less n o t i c e  may be given) and, 
upon request, c o n s u l t  w i t h  the Union prior to e f f e c t i n g  changes 
work l o c a t i o n s  o r  workshifts (other than changes made as part: of a 
regular shift r o t a t i o n )  if such changes are expected to exceed 30 
calendar days. 

S e c t i o n  9 :  

Superv i so r s  will introduce new barga in ing  u n i t  employees to 
stewards assigned by the Union t o  represent their  work areas. When 
formal Division-level o r i e n t a t i o n s  are held for new bargaining unit 
employees, the Union s h a l l  have an oppor tun i ty  to explain Union 
representation and 

a 
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ARTICLE 7 
CONSULATION 

Section 1: 
It is agreed t h a t  matters appropr i a t e  for Consultation between 

the  par t ies  are po l i c i e s ,  r egu la t ions ,  and p r a c t i c e s  related to 
working cond i t ions .  The Employer and the Union, through 
a p p r o p r i a t e  r ep resen ta t ives ,  s h a l l  m e e t  a t  reasonable times and 
consult in good f a i t h  with r e s p e c t  t o  such matters wi th in  the 
purview of the Department. I t  is understood t h a t  appeals  or 
gr ievances  of employees shall no t  be the  s u b j e c t  of d i scuss ion  at 
these meetings, nor  shall t h e  meeting be f o r  any other  purposes 
Which modify, add to, o r  d e t r a c t  from the provis ions of t h i s  
Agreement. 

Section 2: 

The parties agree t o  establish a Labor-Management Consul ta t ion 
committee to discuss d i f f e r e n t  points of view and exchange 
information on working conditions,  terms of employment, matters of 
common i n t e r e s t  , or other matters which either party believes will 
c o n t r i b u t e  to improvement i n  t h e  r e l a t i o n s  between them. 

Section 3: 

The Labor-Management Consultation. Committee' w i l l  meet monthly, 
as needed, provided e i t h e r  pa r ty  furnishes the other with a written 
agenda of t h e  t o p i c s  t o  be discussed at l ea s t  seven (7)  calendar 
days prior t o  the meeting. I n  the absence of such an agenda, no 
meeting shall be held, except by mutual agreement. 
deem it necessary to have an emergency meeting, such a meeting may 
be scheduled p r i o r  to the monthly meeting. 

If the parties 

S e c t i o n  4: 

1  The Labor-Management c o n s u l t a t i o n  Committee w i l l  c o n s i s t  of 
five ( 5 )  members representing the Union and five ( 5 )  members 
represent ing  Management. Each party s h a l l  d e s i g n a t e  a 
representative who has authority t o  represant  its position. 
issues are no t  resolved a t  t h e  Labor-Management meeting, the 
Employer agrees  to furnish the Union wi tk in  f i f t e e n  (15) calendar 
days a response to the  stactus of t h e  unresolved agenda items. The 

Is 

9 
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fifteen (15) day time may be  waived by mutual agreement. 
and the commission may designate up to five ( 5 )  alternates. Each 
party may have other officials who are not employees o f  the 
Commission attend the meeting as needed. 

Sect ion S: 

Both the Employer and the  Union recognize the importance of 
Shop stewards and supervisors as key people i n  maintaining a 
contstructive labor-management relationship The parties agree to 
encourage constructive deal ings  between supervisors and stewards, 
to resolve problems and facilitate labor-management communication 
at the work level, on personnel policies and practices and working 
conditions. Meetings between individual supervisors and stewards 
on matters appropriate for discussion at t h a t  level may be arranged 
at the request of either party. The party requesting t h e  meeting 
will specify the matter (s) proposed f o r  discussion. Individual 
grievances will not be discussed at such meetings. In the  absence 
of a designated shop steward, the President shall i d e n t i f y  an 
appropriate labor representative f o r  these meetings. 

Section 6 :  

The Union 

The parties agree t h a t  it is d e s i r a b l e  that meetings take 
place between appropriate labor and management rapresentatives at 
the Division/Bureau level t o  resolve problems and facilitate labor- 
management communications within the Division/Bureau on personnel 
policies and practices and matters affecting general working 
conditions. Such meetings, on matters appropriate for discussion at 
the Divisian/Bureau level, shall be arranged at mutually agreed 
upon times at the request of either party. The party requesting 
the meeting w i l l  specify the matter (s) proposed for discussion. 

When a Division/Bureau-level labor representative brings a 
labor-management problem to. t h e  attention of the appropriate 
Division/Bureau official, that official may request an extension 
response to a labor-management issue if additional t i m e  is needed. 
Reasonable effort will be made to resalve Division/Bureau-leveL 
problems at the Division/Bureau level. Both Parties shall document: 

Individual grievances will not be discussed at such meetings. 

such efforts before  bringing the problem to t h e  labor-management 
consultation meetings. 

section 7 :  

The Employer will give the Union p r i o r  notice when there will 
b e  changes having an impact on terms and conditions of employment 
of the bargaining unit. When p r i o r  notice cannot be given, the 
Employer will notify the Union within 24 hours of the occurrance 

10 
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section 8 :  

When the Employer provides t h e  Union with a document for 
review and comment, the Union may submit its comments, i f  any, 
within 15 ca lenda r  days. Any Union request f o r  a meeting on a 
document will be made within seven (7) ca lendar  days of r e c e i p t  of 
the document and i d e n t i f y  the issues the Union wishes to d i scuss . .  
The Union may request an extension i n  response t o  documents 
presanted by t h e  Employer i f  additional t i m e  is needed.. 

ARTICLE a 
UNAUTRORIZED ACTIVITIES 

It shall be unlawful f o r  any District government employee t o  
p a r t i c i p a t e  i n ,  au tho r i ze  o r  r a t i f y  a st r ike a g a i n s t  the District. 
A t  no t i m e ,  however, shall employees be r equ i r ed  t o  act as s t r ike-  
breakers. 

The team "str ike" ,  as used he re in ,  means any unauthorized 
concerted work stoppage ' -  

No lockout  of employees shall be i n s t i t u t e d  by the 'Employer 
during the term of this Agreement except t h a t  the  Employer, i n  a 
strike s i t u a t i o n ,  r e t a i n s  the r i g h t  to c l o s e  down f ac i l i t i e s  to 
provide for the  s a f e t y  o f  employees, equipment or the publ ic .  

ARTICLE 9 ATTENDANCE AND LEAVE L LEAVE 

A. Annual Leave: 

1. Annual. leave i s  a bene f i t  provided by law. Except as otherwise provided by #is Article, employees shall earn  and use 
annual l eave  in accordance with the prov i s ions  of the District of 
Columbia Government Comprehensive M e r i t  Personnel A c t  and the 
D i s t r i c t  Personnel Manual. Employees are e n t i t l e d  t o  take annual 
leave subject subject, to t h e  approval of t h e  employee's supervisor Who will 
not  deny such leave for arbitrary or capr i c ious  reasons. 

The Employer and the Union agree that c o n f l i c t s  between the 
needs of the Employer and needs of the employees may be minimized' 
a t i m e l y  manner i n  accordance with the District District District personnel 
regula t ions ,  and supre-visors meet t h e i r  r e s p o n s i b i l i t y  to p lan  and 
effectively schedule  anhual leave for U s e  by employees throughout 
the l eave  year- 

if employees meet their ob l iga t ion  t o  r eques t  annual leave' i n  

.; 
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For the purpose of t h i s  A r t i c l e ,  annual leave shall be 

Scheduled Leave Vacation l eave  or other annual 
leave t h a t  is approved before o r  otherwise approved i n  posting 
advance of the  a d m i n i s t r a t i v e  wortkweek (Sunday-Saturday) 
during which t h e  leave  is to be taken-  

unscheduled Leave (Emergency Annual Leave) Annuel 
l eave  for personal purposes o r  emergency situations that: the 
employee could n o t  have planned f o r ,  or a n t i c i p a t e d ,  i n  
advance of t h e  admin i s t r a t ive  workweek that r e q u i r e  the 
employee's absence from duty .  

categorized as f o l l o m s :  

a. 

b. 

2. Scheduled Annual Leave: 

a. Vacation By Apri l  1, except: i n  unuslual 
circumstances, leave-approving o f f i c i a l s  will schedule ,  i n  
w r i t i n g  t h e  approved annual leave  F o r  a vacat ion far each 
employee based on t h e  w r i t t e n  requests t h a t  have bean received 
by March 1 of that year. Supervisors w i l l  record  t h e  da te  of 
r e c e i p t  of each reques t .  Conflicts i n  reques ts  among employees 
of s i m i l a r  skills and l e v e l s  of r e s p o n s i b i l i t y  within a u n i t  
will be resolved on a first come, first served basis (based an 
t he  data of receipt  of the  c o n f l i c t i n g  r e q u e s t s ) .  I n  the 
event  c o n f l i c t i n g  r eques t s  are received on the same d a t e ,  
length of service will be used as a t i e -breaker .  Only in 
emergency s i t u a t i o n s  may the  leave be changed and i n  such case 
the employee must be notified of the reason(s) f o r  t h e  change 
as soon as possible. Employee r eques t s  rece ived  a f t e r  March 
1 w i l l  be considered i n  l i g h t  of t h e  needs of t h e  service 
with earlier vaca t ion  requests rece iv ing  p r i o r i t y )  ; and the 
employee will be given an answer within thirty (30)  days. 

b. Other Annual Leave Employees r e q e s t i n g  annual  
l e a v e  (scheduled leave) f o r  other. than vacations should 
request such leave i n  accordance with t h e - p r o v i s i o n s  o f  this 
Article and as f a r  i n  advance as practicable.  Such annual 
leave requests will be considered in light of both the  needs 

. o f  the requesting employes and the needs of the unit. 

3. Unscheduled Annual Leave: 

Employees must request l eave  for emergency situations and 
pe r sona l  purposes as soon as he o r  s h e  becomes aware of the 
emergency s i t u a t i o n  or determines the needs. The supervisor 
will respond to the r eques t  as soon a s  possible and will give consideration to the  needs of  the employee, as w e l l  as the  
needs of the unit. Such requests for leave w i i l  n o t  be denied  
for arbarbitrary or  capricious reasons.  The employes's 
supervisor may request t h e  reason for the annual leave  
request, however, i f  the employee e l e c t s  not to divulge the. 

12 
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I .  

for the request, the supervisor w i l l  make the decision 
based on the information available. 
4. Advance Annual Annual Leave: 

subject to the applicable District personnel regulations, 
advance annual leave may be granted to the extent that such 
leave will accrue to the employee during the  remainder of the 
current leave year o r  in the time remaining on his or her 
appointment, whichever occurs sooner. 

B. Sick Leave: 

1. Generally Sick leave is a benefit provided by l a w .  
Except as otherwise provided by this Article, employee s h a l l  earn 
and use sick leave in accordance with the provisions of the 
District of Columbia Government Comprehensive Merit Personnel Act 
and the District Personnel Manual. 

Sick leave is a period of absence with-pay granted employees 
in any of the fol lowing circumstances : 

a. When incapacitated for the performance of duties by 
sickness, injury, or pregnancy and confinement or for medical, 
d e n t a l ,  or optical examination or treatment; 

When a member of the immediate family of an employee 
is afflicted w i t h  a contagious disease and requires the care 
and attendance of the employee; or 

b. 

c. When, through exposure to contagious disease, the 
presence of the employee at h i s  or her post of duty would 
jeopardize the health o f  others.  

The Union and the Employer recognize the insurance value of 
s i c k  leave and agree to encourage employees to conserve s i c k  leave 
so that it will be available to them when incapacitated for the 
performance of duty under the above-stated circumstances. 

2. Requesting Sick Leave: 

Employees unable to report for work for their tour of 
duty due to one or more of the reasons s t a t e d  in section 3 .  1., 
above, w i l l  request sick leave from the appropriate leave-approving 
official. If the leave-approving official is n o t  on duty, another 
o f f i c ia l  w i t h  authority to act on requests will be on duty. s i c k  
leave requests may be made in person on a properly completed SF-71 
if the requesting employee is on duty at the t i m e  of t h e  request, 
or by telephone or other appropriate means if the employee is not 
on duty at the tine of the request. 

13 
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a. Employees assigned to shift operations or activities 
directly concerned With the  treatment or care o f  patients, and 
who become ill or otherwise incapacitated p r i o r  to their 
scheduled tour of duty shall, if possible, request s i c k  leave 
a t  least an hour before  the start of the ir  scheduled t o u r  of 

b. Employees not assigned to shift operations Or 
activities directly concerned with the treatment or care of 
patients, and who became ill or otherwise incapacitated p r i o r  
to their scheduled tour of duty s h a l l ,  if possible, request 
sick leave as soon as practicable, but not later then one hour 
after the s t a r t  of their scheduled tour of duty. 

Employees will keep their supervisors informed of the 
expected date of their return to duty, providing as much 
advance notice as practical of a change in the expected date 

An employee who requests a certain amount of 
sick leave (i-e., eight (8) h o u r s )  is expected to call back to 
request  additional sick l eave  if more i s  needed'. Leave- 
approving officials (or alternates) w i l l  not arbitrarily 
restrict t h e  amount of sick leave granted (i .e., no more then 
eight ( 8 )  hours). 

When an employee requests sick leave, he or she will 
indicate the general nature of the incapacitation (or other 
reason f o r  the request) and indicate his or her estimated date 
of return to duty. If an employee c a l l s  in to request sick 
leave and is informed that no leave-approving official (or 
alternate) is available to take the c a l l .  the employee w i l l  
leave a message that he or she is requesting, sick leave, 
indicate the general nature of the incapacitation (or other 
reason f o r  the request) and indicate h i s  or her estimated date 
of return to duty. 

3. Granting Sick Leave: 

duty. 

c. 

.of their return.  

d. 

a. Accrued sick leave, properly requested and supported 
by administratively acceptable evidence, will be granted in the 
situations specified in Section B.1.. above. In cases where the 
nature of the illness i s  such that an employee did not see a 
medical practitioner, a medical certificate may not be required if 
the employee provides an acceptable explanation . 

Generally, medical documentation will be required for  
extended absences (i-e.. more than three (3) workdays) and for 
shorter periods when the employee has been advised that such. 
evidence will be required ed and/or the supervisor reasonably doubts 
the employee's explanation. 



PHONE No. : 202 737 5994 May. 05 1999 07:13AM P18 

b. Informat ion  given by an employee to a supervisor t o  
support a grant of sick leave s h a l l  be treated as c o n f i d e n t i a l  
information. information 

c .  Employees who are re leased from duty on the advice of 
the Employee Health Unit s h a l l  not be r equ i r ed  to f u r n i s h  a medical 
certificate to substantiate sick leave use for the date r e l eased  
from duty. 

4 .  Advance Sick Leave: 

S u b j e c t  to t h e  appl icable  District  personnel  regula t ions  , 
an employee who is incapacitated for duty becausa of sa r ious  
i l l n e s s  or disability may be advanced sick l e a v e  f o r  up to thirty 
( 3 0 )  days if there is a reasonable expectation t h a t  t h e  employee 
will r e t u r n  to duty.  An employee's r eques t  for advance s ick  l eave  
must be in w r i t i n g  and must be supported by medical documentation 
acceptable  t o  t h e  leave-approving official. official. The r eques t  will be 
submitted to t h e  immediate supervisor and forwarded through t h e  
channels to t h e  official authorized t o  approve the reques t .  
approving o f f i c i a l  will consider t he  request i n  accordance with the 
appl icable  District p o l i c i e s  and regulat ions and act o n  the request 
i n  a t ime ly  manner- 

C .  Leave Without Pay (LWOP) (LWOP : 

subject to the appl icable  District per sonne l  r egu la t ions ,  
employees may be gran ted  leave without pay- Normally, the i n i t i a l  
period of leave without pay shall n o t  exceed twelve (12) months. 

The r e t e n t i o n  and accumulation of r i g h t s ,  b e n e f i t s  and 
p r i v i l e g e s  by employees who are an l eave  without  pay shall be 
sub ject t o  the app l i cab le  District personnel  regulat ions.  

D. Absence Without Leave (AWOL): 

Subject to the applicable District personnel regulations, 
employees may be charged absent  without l e a v e  (AWOL), which is a 
non-pay s t a t u s ,  Lor any absence from duty no t  authorized by a 
proper leave-approving a u t h o r i t y .  

2. AWOL is charged when employees are absent  without  
permission or have not notified t h e i r  supe rv i so r  or provided 
s a t i s f a c t o r y  explanation or documentation for t h e  absence 
duty. An AWOL charge may be changed l a t e r  to an appropr i a t e  t ype  
of leave i f  the leave-approving o f f i c i a l  determines t h a t  the 
employee has s a t i s f a c t o r i l y  explained t h e  absence or presented 
accepcable  documentation. 

1. 

2. 

1. 

3. occas iona l  unavcidable or necessary absence of less than  
one hour including tardiness, with s a t i s f a c t o r y  explanat ion,  not 
be excused without charge t o  leave or, if the circumstances 
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warrant, t h e  employee may request and b e  granted annual leave 
instead of being charged AWOL. An employee who is to ,be granted 
annual leave or placed in an AWOL status f o r  unexcused tardiness 
shall be informed of the amount of time to be charged before 
reporting to his/her work location (if different f r o m  reporting 
site). The amount charged will not exceed the m i n i m u m  Charge (one 
hour) necessary to cover the period of absence in accordance with 
the DPM. The employee will not be required to report to the work 
location (if different f r o m  the reporting s i t e )  or allowed to 
perform work during any portion of the period he/she is charged for 
the absence. Upon arrival to duty, an employee who is tardy must 
immediately r e p o r t  to his/her leave-approving official or that 
official s designee. 

E. Excused Absences,: 

1. Subject to the applicable District personnel regulations, 
employees may be granted an excused absence- 

2. An excused absence is an absence from duty 
administratively authorized without loss of pay and without charge 
to leave. An excused absence is ordinarily authorized an an 
individual basis, except where an establishment is closed, or a 
group of employees is excused from work f o r  various purposes. 

F. Managing Attendance and Leave: 

1. In monitoring leave used by employees to assure its 
proper usage, supervisors should review leave records for factors 
which indicate a problem. such as: 

a. excessive leave use; 

b. zero leave balancer; 

C. frequent requests f o r  short periods of leave without 
Pay; 

d. pattern of using leave in small increments as quickly 
as it is accrued; 

e. persistent requests €or unscheduled Leave; and 

f. repeated fai lure to follow. proper procedures for 
requesting leave or for notifying the supervisor of 
unanticipated absences - 
While such factors may indicate a problem, thare may also be 

(For example, a zero leave balance may 
A s  indicated below,  

mitigating circumstances. 
be the result of e major illness or surgery.)  
mitigating circumatances are to be takan into account. 

16 



PHONE NO. : 202 737 5994 May. 05 1999 67:14AM P20 

2 .  Employees with chronic health problems or w i t h  personal 
circumstances which necessitate frequent o r  unpredictable use of 
leave are encouraged to discuss such situations with their 
supervisor and are expected to comply w i t h  reasonable documentation 
requirements. To avoid unnecessary misunderstandings and 
difficulties concerning leave usage, an employee should bring suck 
health problems or personal circumstances to the attention of his 
or her supervisor as soon as possible. 

If an employee’s leave usage is a problem and the employee 
has not the issue of mitigating circumstances, the 
supervisor will t a l k  with the employee and attempt to determine 
whether there are mitigating circumstances . If mitigating 
circumstances are found to exist (as a r e s u l t  Of either the 
employee or Supervisor's initiative) , the supervisor will take 
them into consideration in efforts to work with t h e  employee to 
resolve the leave problem. 

4. If no mitigating factors are found to exist, o r  if 
reasonable efforts to work with the employee to resolve the leave 
problems are unsuccessful, the supervisor will discuss the leave 
problem end counsel the employee on leave requirements and 
procedures. 

5 .  A f t e r  counseling, the employee w i l l  be given a reasonable 
opportunity (e-g., up to thirty 9030 days) to improve h i s  or her 
attendance record. This opportunity w i l l - b e  afforded the employee 
once in a year. from the  date of the initial counseling session. 

leave the Employee Assistance Program 
. (This does not preclude earlier referral to the 

Employee Assistance Program when warranted.) These actions will be 
communicated to the employee in writing. The supervisor w i l l  also 
inform the employee in writing if improvement has been 
satisfactory 

6 .  A l e t ter  of leave restriction is a written communication 
to an employee, placing restrictions on the employee's future use 
of leave and stating the  requirements the employee must follow in 
requesting and obtaining approval o f  leave. The restrictions 
should apply to the type(s) of leave for which there is a problem. 
The purpose of the letter is to assist the employee in bringing about an improvement i n  his or her attendance record. :(While 
failure t o  comply with the restrictions may result in discipline, 
a letter of leave restriction is not a disciplinary action. 

Leave restrictions shall be imposed f o r  an initial period 

supervisor will review the employee's attendance since the letter 
was issued. the employee’s leave usage has been accaptable 
during that period, the supervisor must n o t i f y  the employee 

3. 

Such counseling will be documented. 

If the problem persists or recurs after counseling and the 
opportunity to improve, the supervisor the employee to 

7 -  
of two (2) months. By the end of the two-month period, the 

If 
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writ ing that  the  r e s t r i c t i o n s  have been l i f ted.  On the other hand, 
if the employee has fa i led to comply with the restrictions, the 
supervisor s h o u l d  consider cont inua t ion  of the restrictions f a r  an addi t iona l  p e r i o d  of two (2) months and d i s c i p l i n e .  If the 

employee's a t tendance  has improved during the initial two-month 
pe r iod ,  but is still n o t  s a t i s f a c t o r y ,  the supervisor should 
cons ide r  extending the leave r e s t r i c t i o n s  f o r  two (2)  months and 
defer r ing  the decis ion  on d i s c i p l i n e .  However, leave restrictions 
should n o t  be extended repea ted ly  without f u r t h e r  a c t i o n .  I n  any 
event ,  the supervisor must n o t i f y  the employee in wr i t i ng  when 
leave r e s t r i c t i o n s  are extended. 

a. the  above c procedures may i n  
excep t iona l  circumstances 

copies of a leave  r e s t r i c t i o n  letter or extension will 
and made a v a i l a b l e  only to persons  who have an 

official need to know. 
official personnel Folder. 

G .  Union Businesss 

Copies  must  no t  be f i l ed  i n  the  employee's 

1. Employees elected t o  any Union o f f i c e  o r  salected by the 
Union t o  do work which takes them from their employment w i t h  the  
Employer may at the  wri t ten  request of t he  employee and the Union 
be gran ted  a leave of absence without pay. T h e  i n i t i a l  l eave  of 
absence shall not exceed one (1)year. Leave of absence f o r  Union 
o f f i c i a l s  may be extended for similar per iod .  N o  more than one (1) 
employee of the bargaining u n i t  s h a l l  be on such  leave at t h e  same 
times. Contr ibut ion  of continued b e n e f i t s  s h a l l  be i n  accordance with a p p r o p r i a t e  regulations. 

2.  Actendance a t  Union-sponsored programs W i l l  be on approved 
annual leave o r  leave without pay, unless a d m i n i s t r a t i v e  leave has 
been approved by the Office of Labor Rela t ions  and Co l l ec t ive  
Bargaining. 

1. In t h e  even t  an employee is called for court service as a 
j u r o r  or  witness ,  the  Employer w i l l  g r a n t  a p p r o p r i a t e  leave (court 
leave, annual leave or leave without  pay) or excuse the employee- 
From duty without charge to l eave .  as is authorized by applicable District personnel regulations 

personnel for the type of court service 
involved. 

1 8  
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2. If an employee is called for court service, he/she shall 
promptly notify the Employer by shoving a copy of the court order, 
subpoena or summons to his/her leave-approving official and 
requesting leave o r  excused absence and upon return to duty will 
present to his /her  leave-approving official a signed court service 
timecard or other  satisfactory written evidence of the time served 
on such duties. 

3. Employees scheduled to work on any election day who are 
eligible to vote in such election shall be granted sufficient tine 
off to voce in accordance with applicable regulations end such 
employees s h a l l  suffer no deduction in leave or pay for t i m e  so 

with spenty provided such leave is approved in accordance with District -"- t 
regulations personnel 

ARTICLE 11 
HOURS OF WORK 

this Article, the 
establishsent shall be in 

Act (CMPA) and the 
District of Columbia 

A. As a general rule, the regular basic workweek is 
established at not more than 40 hours per  w e e k  and is comprised of 
five, 8-hour days within the standard administrative workweek, 
beginning with Sunday and extending through Saturday. 'A lunch 
period of 30 minutes is provided. 

Exceptions to this general rule are permitted. and have been 
established, pursuant to provisions o f  the CMPA and DPM ( i . e . ,  
firefighter firefighter sheduling, variations in work schedules f o r  

exceptions must be approved by an o f f i c i a l  w i t h  authority to 
authorize exceptions to the general rules. The Union w i l l  be given 
advance notice (when alternative work schedules are proposed) and. 
shall be given the opportunity to consult- 

educational purposes, and alternative work schedules). such 

B. Employees w i l l  report: to work, ready to perform the 
duties of his  or her position, at the scheduled starting time of 
his or her tour of duty. If the designated reporting site differs 
from the location where an employee will actually be working, the 
employee w i l l  be allowed a reasonable amount of time to proceed 
directly from the reporting sits to his or her work location. 

Information relating to an employee's specific leave record/ 
status shall not be publicly displayed on time sheets, check-in 
sheets, o r  work schedules. (This provision does not apply KO those 

1 9  
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employees in work uni t s  participating in an alternative work 
schedule.) The leave status of an employee who is absent on leave, 
but who is not on a Scheduled day off, may be indicated on publicly 
displayed time sheets, check-in sheets, or work schedules by using 
the coda "L" to i n d i c a t e  the employee is on leave. 

C.  Where employees are required to work rotating shifts, 
work schedules shoving t h e  employee's scheduled workdays and non- 
workdays will be posted by the 15th day of the preceding month in 
appropriate work locations and the supervisor's office. 

An employee requesting a change of shift w i l l  submit 
a written request to h i s  or her supervisor by the twenty-third 
day of the month prior to the posting. The request w i l l  
include sufficient information €or an informed judgment to be 
made 

2 .  Requests for a change of  shift received after the 
twenty-third day of the month preceding the posting of t h e  

3. Employees who are to be reassigned (i.e., 
nontemporary lateral  assignment to another unit) or whose 
shifts are to change w i l l  be notified by the f i f t h  day of the 
preceding month, except in some cases (e.g., reassignments due 
t o  reduction in force, unavailability of the employee to be 
notified, need to replace an employee who resigns or otherwise 
will not be available  as planned, and other circumstances 
beyond t h e  control- of Management) later notification may be 
necessary. Involuntary changes will be made in a fair and 
equitable manner, consistent with the needs of the Employer. 

In exercising the right to assign employees to tours 
of duty, supervisors will give careful consideration. to the 
expressed desires o f  individual employees. 

D. An employee will not be required to work w i t h  less than 
ten ( l a )  hours between rotating shafts except w i t h  the expressed 
consent of the employee or in an overtime situation. 
a to a . In the regular schedule. 

work more than .six ( 6 )  
consecutive days, but may do so with their expressed consent. 

E. After schedules are posted, involuntary shift changes 
will not normally be made without advance notice. When such a 
change is to be made, employees will normally be given one one-week 
advance notice. 

F. Supervisors w i l l  allow each employee two (2) scheduled 
daily 15-minute rest periods, except i n  critical or emergency 
circumstances when a rest period would unduly interfere with 
essential activities of the work unit. These rest periods shall be 

1. 

work schedules w i l l  be Considered by the Employer. 

4.  

2 0  
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administered consistent with the provisions of District Personnel 
Manual (DPH) Chapter 12. For employees whose tours o f  duty include 
a meal period, such meal periods will not be scheduled during the 
first two or last two hours of their scheduled tours of duty, 
except in critical or emergency circumstances. (This does not 
preclude the employee from requesting and the appropriate 
supervisor from approving an exception.) 

G. The Employer and the Union agree that no employee should 
be required to use meal t i m e  or after duty tine for necessary 
personal clean-up. Accordingly, where personal clean-up is 
required before meals or a t  the end o f  the workday, supervisors 
w i l l  provide adequate on-the-clock time 

H. The Employer retains the right to schedule employees in 
accordance with this Article so t h a t  staffing heeds will be met. 
When consistent with staffing needs, nursing employees shall be 

1. A two-day weekend off every other weekend with a 
consistent day off (i-e., Tuesday, Wednesday or Thursday) 
during the period covered by the schedule; or 

2.  A three-day weekend off every third weekend; or 

3. A three-day weekend every other  weekend; unless 
otherwise requested by the employee(s). 

I. Weekends off rotation for other employees who are 
similarly situated (i-e., positions of like grades, duties, etc.) 
will be scheduled in a f a i r  and equitable manner. 

ARTICLE 12 
ADMINISTRATION OF OVERTIME 

section 1 - Distribution: 
Overtime work shall be equally distributed among employees as 

appropriate. Specific arrangements for the implementation of this 
concept shall be agreed to at Union-Management Consultation 
Meetings. Specific employee qualifications shall be considered when 
decisions are  made on which employees shall be called for emergency 
work 

Section 2 :  

Management w i l l  s o l i c i t  volunteers when overtime work is 
The Employer will solicit volunteers for overtime i n  the required. 

following order: 

2 1  
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a. 

D- On duty, in the bu i ld ing ;  and. 

c. On duty, elsewhere in the Bureau. 

an duty,  in the work unit/work area involved;  

In the event a sufficient number of v o l u n t e e r s  who are qualified to 
perform the  job functions are no t  available,  overt ime work will be 
assisgned i n  r e v e r s e  order of seniority unless a different system i s  
worked o u t  on a work area basis. I n s t a n c e s  of hardship should be 
presented t o  t he  supervisor  and shall be cons idered  on a case-by- 
case basis. 

ARTICLE 13 
SAFETY AND HEALTH 

Section 1 working c o n d i t i o n s :  

A. The District shell provide and maintain safe and 
healthful working conditions f o r  all employees as r equ i r ed  by 
a p p l i c a b l e  laws. It is understood that t h e  D i s t r i c t  may exceed 
standards established by regula t ions  c o n s i s t e n t  with the  objectives objectives 
set by law. The Employer will make every e f f o r t  to provide  and 
maintain safe working conditions AFSCME/AFGE w i l l  coopera te  i n  
these efforts by encouraging its m e m b e r s  to work i n  a safe manner 
and to obey established safety practices and r e g u l a t i o n s .  

Matters involving safety and h e a l t h  w i l l  be governed by 
the D.C. occupat iona l  Safety and Health Plan in accordance with 
Subchapter X X I  of the comprehensie Merit Personnel A c t  (1980, as 
amended). 

The D i s t r i c t  s h a l l  furnish and maintain each work place  
in accordance with standards provided within this Section. 

Section 2 Transportation of Patients: 

The Employer agrees t h a t  appropriate measures will be employed 
when t r a n s p o r t i n g  patients. The number and types of chaperones 
w i l l  depend upon the number and. category of residents being 
transported and the nature of t h e  t r i p .  

B. 

C. 

Section 3 - Reporting Unsafe Conditions: : 

A. If an employee observes e condition which he o r  she 
believes to be unsafe, the employee should r e p o r t  the  condi t ion  to 
the immediate supervisor .  
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B. It the supervisor  and employee agree that a condition 
c o n s t i t u t e s  an immediate hazard t o  the health and safety of the 
employee, the superv isor  shall take immediate precaut ions  t o  
protect the employee. 

c. If the supervisor  and employee do not agree that  a 
condi t ion  c o n s t i t u t e s  an immediate hazard t o  the health and safety 
of t h e  employee, t h e  rnatter may be immediately referred by t h e  
employee t o  the next level superv isor  or designee.  The superv isor  
or des ignee  s h a l l  m e e t  as soon as poss ib le  with the employee and 
h i s  o r  her AFSCME/AFGE representa t ive ,  and s h a l l  make a 
determination. . 

Employess sha l l  not be required t o  opera te  equipment t h a t  
has been determined by the Employer or  the appropr i a t e  D.C. Safe ty  
O f f i c e r  t o  be unsafe to use,  when by doing so they  might i n ju re  
themselves o r  others .  

Section 4 Medical Service: On-the-Job Injury: 

D. 

A. The District s h a l l  make f i r s t - a i d  kits reasonably 
a v a i l a b l e  f o r  use i n  case of on-the-job injuries. I f  add i t iona l  
t reatment  appears t o  be necessary, t h e  D i s t r i c t  s h a l l  a r range  
immediately f o r  t ranspor ta t ion  t o  an appropr ia te  medical f a c i l i t y .  

B. The need f o r  add i t iona l  f i r s t - a i d  k i t s  w i l l  be an 
appropr ia te  i s sue  for Safety Committee determinat ion.  
Recommendations of t h e  Safe ty  Committee will be referred t o  the  
appropr i a t e  agency o f f i c i a l s .  

Section 5 - safety Devices and Equipment: 
P r o t e c t i v e  devices and p ro tec t ive  equipment shall be provided 

by t h e  D i s t r i c t  and s h a l l  be used by the designated employees. 

Section 6 Safety Traiaing: 

A. The District shall provide s a f e t y  t r a i n i n g  to employees 
,as necessary fo r  performance of their job. Issues involving safety 
t r a i n i n g  may be presented to the Safe ty  Committee e s t a b l i s h e d  i n  
Sec t ion  8 . A .  

section 7 :  

The Employer s h a l l ,  where appropr ia te ,  provide t r a i n i n g  
regarding appropriate health guidelines governing communicable 
diseases. 
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Section S safety Committee: 

AFSCME/AFGE and three ( 3 )  representatives from the Employer is, 
hereby established. 

shal l  each serve as co-chairpersons of the Committee. 

A. A Safety Committee of three (3) representatives from 

B. 

C. The safety committee shal l :  

1. Meet on a monthly b a s i s ,  unless mutually agreed 
otherwise. prior to a regularly scheduled monthly meeting, 
labor ana Management must submit t he i r  respective agendas to. 
each other at least five (5) days in advance; 

one (1) AFSCME/AFGE): and one (1) Employer representative 

2. Conduct safety  surveys, consider. training needs, and 
make recommendations to the Commissioner and Department Head; 
and, 

3. Consult with and advise Commissioner and agency 
head. 

D-' Final reports from the Comissioner/Department Head (or 
designees) shall be provided to the Safety Committee on all safety 
matters initiated by the Committee. 

E. Safety Committees may be reorganized upon agreement of 
both parties. 

Seetion 9 Medical Qualification Requirements 

The District agrees to abide by the provisions of Chapter a, 
Sections 848.19 and 8 4 8 . 2 0  of the D. C. Personnel Regulations as 
published in the D. C. Register, Volume 32, April 5, 1985 (32 DCR 
1858, 1911). 

section 10 Light Duty: 

A. The District agrees to provide light duty assignments for 
employees injured on the fob to the e x t e n t  that such light duty is 
ava i lab le  as follows: 

1. The employee will submit the request to his/her 
immediate supervisor as far in advance as practical. 

1.  The request w i l l  be supported by necessary and. 
relevant medical decuantation ; including the nature of the 
disability, the specific medical limitations, and the expected 
duretion. 
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3. The supervisor w i l l  consult with a specialist i n  the 
Employee R e l a t i o n s  and Services sec t ion ,  cons ider  the request, 
and respond to the employee as soon as p r a c t i c a l -  

(=) If addi t ional  medical documentation is needed, 
s u p e r v i s o r  ( a f t e r  consul t ing  with Employee Rela t ions)  

w i l l  inform the employee, i n  writing, specifically what 
i n f o m a t i o n  is required t o  decide upon t h e  employee's 
r e q u e s t .  

(b) If the supervisor  provides  e light duty 
a s s i g n m e n t  t h e  terms and condi t ions  of t h e  assignment 
w i l l  be documented i n  wr i t i ng  and the superv isor  will 
provide copies  t o  the employee and Employee Relations 
s p e c i a l i s t .  

(c) If t h e  supervisor  denies  t h e  r eques t ,  t h e  
s u p e r v i s o r  w i l l  inform t h e  employee and r e f e r  t h e  matter ,  
i n  w r i t i n g ,  t o  t he  Division level for c o n s i d r a t i o n .  

Upon r e c e i p t  of a l i g h t  duty r eques t  r e f e r r e d  by a 
superv isor .  t h e  Division Director ( o r  h i s / h e r  d e s i g n e e  will 
consul t  with t he  s p e c i a l i s t  i n  the  Employee Relat ions and 
Services S e c t i o n  i f  appropriate,  cons ider  the r eques t ,  and 
respond t o  t h e  employee a s  soon as p r a c t i c a l .  

(a) If t he  Division Direc tor  o r  designee provides 
a  light du ty  assignment, t h e  terms and condi t ions  of the 
assignment w i l l  be documented i n  wr i t i ng  and copies  w i l l  
be provided  t o  the  employee and t h e  Employee Rela t ions  
S p e c i a l i s t .  

3c (b) If the Division Director o r  designee denies  t h e  
request, he  or she wi l l  inform the employee and refer the  
matter, i n  wri t ing,  t o  t he  Employee Rela t ions  Officer f o r  
consideration. 

Upon receipt of a l i g h t  du ty  request referred by a 
Division Di rec to r  (or des ignee) ,  the Employee Relat ions 
Of f i ce r  ( o r  designee)  will r e v i e w  the matter, consult with 
appropr ia te  Department o f f i c i a l s  as necessary  and coord ina te  
cons idera t ion  of the employee for l i g h t  duty assignments an a 
Hospital-wide bas is .  

4 .  

36 

4 s 

(a) If  a l i g h t  duty assignment is provided, the 
terms and condi t ions of t h e  assignment will be documented 
i n  w r i t i n g ,  and the employee will be provided a copy, 

employee employee (b) If no light duty assignment is arranged, rhe employee will be informed and counseled as to available rights and benefits. be i n ,  d and c counseled a s  to availavle arranged the 

r i g h t s  and benefits benefits. 
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section 11 employee Employee Health Services: 

covered by this. Agreement shall have access to 
employee health services provided by the  Employer c o n s i s t e n t  with 
the Comprehensive M e r i t  Personnel A c t  (D.C. Law 2-139). Employee 
health services shall include such services a's p r o v i s i o n s  f o r  
emergency diagnosis and emergency t rea tment  of  i l l n e s s ,  p h y s i c a l  
examination, i nc lud ing ,  but not  l i m i t e d  to, pre-employment, fitness 
for duty o r  d i s a b i l i t y  re t i rement  eva lua t ion ;  treatment of minor 
i l l n e s s e s ;  p r e v e n t i v e  services; health information t o  assist 
employees to protect conserve, and improve physical 'and mental 
health; and counse l ing  and appropr ia te  referrals t o  the D.C. 
c o n s u l t a t i o n  and Counseling Service.  

Employees 

Sec t ion  12 staffing: 

The parties agree to e s t a b l i s h  a joint labor-management 
c o m m i t t e e  tha t  will d i scuss  procedures r e l a t e d  to s t a f f i n g ,  when 
direct care givers are monitoring c e r t a i n  wards without assistance. 
The committee will consist of a mutually agreed upon f a c i l i t a t o r ,  
m e m b e r s  selected by AFSCME Local 2 0 9 5 ,  and members Selected by the 
Empolyer. The committee will meet as soon a s  poss ib l e  and present  
a report of its findings and recommendations no l a t e r  than Fiscal 
Year 1993. The p a r t i e s  agree t h a t  staffing determina t ions  are 
within Management r i g h t s .  

ARTICLE 14 
FACILITIES AND SERVCIES 

and Section 1: 

Within each D i v i s i o n  and work area, t h e  Employer will provide  
b u l l e t i n  boards  and labelled con ta ine r s  for Union use  only, l o c a t e d  
i n  a c c e s s i b l e  p l aces  available to employees, for M e  p o s t i n g  and 
d i s t r i b u t i o n  of appropr ia te  Union l i t e r a t u r e ,  correspondence, and 
no t i ces .  Posting and d i s t r i b u t i o n  of Union material  will be 
l i m i t e d  t o  the space provided and to t h e  non-duty hours of the 
employees d i s t r i b u t i n g  and rece iv ing  the material. The material 

remoyal date Meterial containing propaganda against or attacks upon an 
Agency, i n d i v i d u a l ,  o r  activity of the District government Will not 
he pos ted  o r  d i s t r i b u t e d .  

s e c t i o n  2: 

p r i n t i n g  and d i s t r i b u t i o n  of the c o n t r a c t .  

w i l l  be i d e n t i f i e d  as Union material and will contain a remoyal remoyal 

The Union and the Employer shall share equa l ly  the cost for 
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Section 3: 

provisions of this Agreement receives a copy. 
employees hired subsequent to this Agreement going into effect .  

Section 4: 

Union requests for use of facilities f o r  meetings shall be 
addressed to the Employer's designated representative, s h a l l  
contain the information prescribed by the and shall be Employer, 
submitted as far i n  advance as  practical. 

Section 5:  

The Union will ensure that each employee covered by the This includes 

The Employer agrees to continue to provide lockers and/or 
lounge space far employees in facilities where they have already 
provided then. 

ARTICLE IS 
IDENTIFICATION D E V I C E S  

The Employer agrees that employees may wear, on thier uniform 
or other work clothing, while on duty, an unobtrusive membership 
p i n  indicating membership in any labor organization, provided tha t  
such pin is not larger than one and one-quarter inches in diameter, 
bears no campaign propaganda, and the wearing of such pin will 
present no hazard or potential hazard to the employee o r  to 
Hospital patients. 

ARTICLE 16 
Merit PROMOTION PROGRAM 

section 1: 

This Article augments the Merit Staffing Plan f o r  all 
employees in the units covered by this Aqreement. 

section 2: 

Promotion bulletins announcing positions with in  the units 
which are  vacant and are scheduled to be filled under competitive 
promotion procedures will be posted on bulletin boards for at least 
ten ( 1 0 )  calender days. Promotion bulletins w i l l  indicate the area 
of consideration, duties of position. qualifications required 
method of application, ana statement of equal opportunity. Union 
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Presidents shal l  be furnished with c o p i e s  of all Vacancy 
annonuncements, cancellations, corrections or amendments. 

Section 3: 

The area of consideration will be in accordance with the 
existing Merit staffing Plan. 

section 4: 

In accordance with the Merit Staffing Plan, the  Employer will 
seek to provide persons employed by the Employer, with opportunity 
for growth and advancement consistent with their abilities and. 
qualifications 

S e c t i o n  5 :  

When a' rating pane i s  convened for positiions in the 
bargaining unit the Union may may send one observer in accordance with 
the District's Merit Staffing Plan. 

Sect ion  6: 

Unsuccessful applicants f o r  position vacancies will be 
provided information pertaining to their nonselection, in 
accordance with the Merit Staffing Plan. 

section 7 :  

AS provided in the District's Merit Staffing Plan,-grievable 
aspects of merit staffing actions include use of improper 
procedures and use of non-job related selective placement. or 
ranking factors. Failure to be selected from a group of properly 
ranked and certified candidates is not grievable. 

Sect ion 8: 

Merit Staffing Plan. 
The employer’agrees to provide each Local with a copy of the 

Discipline s h a l l  be imposed f o r  causes, as provided in the 

Section 1: 

purposes of' this Article, discipline-shall include-the 
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a. Corrective Actions: Writ ten  
suspens ions  of thirty (30) days or less; 

May. 05 1999 07:21AM P32 

reprimands or 

suspension far more than b. Adverse actions: Removal, suspension 
thirty (30) days; or a reduct ion in rank or grade or Pay for 
cause. 

Section 2: 

AS def ined  i n  t h e  CMPA, cause far d i s c i p l i n e  i s  a s  follows: 

a. Fraud i n  securing appointment or falsification of official records; 

b. Incompetency; 

c , ,  Inef f ic iency:  

'd. Inexcusable neglect of duty; 

e. Insubordination; 

f. Dishonesty; 

9. Drunkenness on duty; 

h. 
i l l ega l ly ;  

On-duty use of drugs n o t  prescribed and/or obtained 

i. Inexcusable absence without leave; 

j. Conviction of a felony. A plea or  verdict  of 
guilty, o r  a conviction following a p lea  of  nolo contendare,  
t o  a charge of a felony is deemed to be a convic t ion  within 
the meaning of cause under th is  s e c t i o n .  ; 

k. Discourteous t reatment  of the pub l i c ,  a supervisor 
o r  other employee; 

1. Improper p o l i t i c a l  activity, except as otherwise 
permitted by l a w  or the Cons t i tu t ion  (Hatch Act violations 

shall be referred to the Spec ia l  counsel  of t h e  Merit System 
Protection Board) ; 

m. Willful disobedience except  as authorized by law; 

n. Misuse, m u t i l a t i o n  or d e s t u r c t i o n  of D i s t r i c t  
property public records, c,' funds; 
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4. Refusal to take and subscribe any oath or 
affirmation which is required by law in connection w i t h  

other conduct during and outside of duty hours that 
would affect adversely the employee's or the agency's ability 
to perform effectively; 

employment; 

p. 

q. Engaging in a strike; 

r. 
employee for personal gain or benefit; 

s. Lack of dependability; 

t. A finding by the Office of Employee Appeals, the 
Office or Commission Of Human Rights or a c o u r t  of competent 
jurisdiction in. the District of Columbia that the .employee has 
engaged' in violation of guarantees in Title 1. Chapter 6, 
Subchapters I and VII, D.C. Code (1981), in the performance of 
t h a t  employee's official duties; 

u. A finding that the employee has violated t h e  
provisions of Title 1, Chapter 6 ,  Subchapter X I X ,  or Section 
1-616.3, D.C. Code (1981); or 

Misuse of official position or unlawful coercion of 

v, conviction of a misdemeanor, when the conviction is 
based on conduct that would affect adversely the employee's or 
the agency's ability to p e r f o r m  effectively. A plea of 
guilty, or a conviction following a plea of nolo contendere, 
to a charge of a misdemeanor involving the specified conduct, 
shall constitute prima facie evidence of the elements.of the 
misdemeanor. 

Section 3: 

Discipline will be appropriate to the circumstances, and shall 
primarily corrective. rather than punitive n nature. After will be conducted in be P 

discovery of the incident, the investigations 
a timely mannar and discipline shall be imposed upon the conc lus ion  
of any investigation the gathering of any required documents, 
consistant with t h e  principle of progressive discipline and D.C 
office of Personnel regulations. 

Sectlon 4: 

If a supervisor has reason to discipline an employee, it shall 
be done in a manner that will not embarrass the employee before 
other employees or the pubic. 
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section 5 :  

unless t h e r e  is a reasonable cause to believe that an 
employee's conduct is an immediate hazard to the agency, the 
employee o r  o t h e r  employees, o r  is detrimental to public health. 
safety or welfare, an employee against Whom adverse action is 
proposed shall be entitled to at least thirty (30) days advance 
written notice of proposed adverse action (or f i f t e e n  (15) days if 
corrective action is proposed). The notice w i l l  identify the 
causes and the reasons for the proposed a c t i o n -  

section 6: 

Recognizing t h a t  the Union is the exclusive representative O f  
the employees in the bargaining unit, the Department s h a l l  in good 
f a i t h  attempt to notify the Union of proposed d i s c i p l i n a r y  actions. 
Each Department shall notify the Union of the method of 
notification- Further, the Employer agrees  to notify the employee 
of his or her right to representation in corrective or adverse 
actions. The material upon which the proposed discipline is based 
shall be made available to the employee and his/her authorized 
representatives for review. The employee or h i s / h e r  authorized 
representative will be entitled to receive a copy of material 
upon w r i t t e n  request. 

Any information that  cannot be disclosed to the employee, his 
representative, or physician shall not be used t o  support the 
proposed action. 

section 7: 

Except in t h e  special circumstances referred to in Section 5 
above, an employee shall be entitled to at least ten (10) days to 
answer the notice o f  proposed corrective or adverse action. If the proposed action is removal, the employee shall, upon request, be 
granted an opportunity to be heard prior to a final decision. This 
opportunity to be heard shall be afforded by a person designated by 
the agency head. This person shall not be in t h e  supervisory chain 
between the proposing and/or deciding official(s) and shall not be 
subordinate to the  proposing official. This person shall review 
the employee's answer, discuss  the proposed action with the '  
employee and/or his/her representative and appropriate 
representatives of the Employer and make a recommendarion to the 
deciding official who will act upon t h e  recommendation, as he/she 
deems proper. 

,3 1 
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Section 9: 

Except i n  the special circumstances referred t o  in Sect ion  5 
above, an employee a g a i n s t  whom a c o r r e c t i v e  o r  adverse a c t i o n  has 
been proposed shall be kept in an a c t i v e  duty status during the 
notice period. 

A. The parties agree t ha t  j u s t i c e  is b e s t  served when a l l  
aspects of the d i s c i p l i n a r y  process are conducted i n  a fair and 
thorough manner- The parties agree t h a t  de l ays  should  be avoided 
that could impede the employees' a b i l i t y  to o b t a i n  necessary 
evidence, ge t  witnesses o r  r e c o l l e c t  r e l evna t  details. Consis ten t  
with D.C. code §1-617 Adverse Actions and DPM Chapter 16, 
d i s c i p l i n a r y  a c t i o n  will be commenced within a p p l i c a b l e  time 
limits, as provided  i n  D.C. Code §1-617-1.1. 

(b-I) (1) Except as' provided i n  paragraph  ( 2 )  of this 
s u b s e c t i o n  no c o r r e c t i v e  or adverse a c t i o n  s h a l l  be commenced 
pursuant to this Sect ion  more than  forty-five ( 4 5 )  days,  no t  
i n c l u d i n g  S a t u r d a y s  Sundays  o r  legal holidays a f t e r  the 
date  that the Agency knew or should have known of t h e  act o r  
occurrence  a l l eged ly  c o n s t i t u t i n g  cause, as t h a t  term is 
defined i n  Subsect ion (d) of t h i s  Section. 

( 2 )  In t h e  event that the act o r  occurrence  a l l eged ly  
c o n s t i t u t i n g  cause is the s u b j e c t  of a n  ongoing criminal 
i n v e s t i g a t i o n ,  the f o r t y - f i v e  ( 4 5 )  day limit imposed by 
paragraph  (1) of this Subsec t ion  shall be t o l l e d  u n t i l  the 
conclus ion  of the c r imina l  i n v e s t i g a t i o n  

B. I n  accordance with t h e  DPM, the  deciding o f f i c i a l  s h a l l  
issue a w r i t t e n  dec is ion  within f o r t y - f i v e  ( 4 5 )  days  from the d a t e  
of r e c e i p t  of the notice of p r o p o s e d  action which shall withdraw 
the notice of proposed ac t ion  or s u s t a i n  the proposed action in 
whole o r  i n  pa r t .  The f o r t y - f i v e  (45 )  day period f o r  i s su ing  a 
final d e c i s i o n  may be extended by agreement of the employee and the 
deciding o f f i c i a l .  If the proposed a c t i o n  is sustained in  Whole or 
in p a r t ,  the w r i t t e n  dec i s ion  s h a l l  i d e n t i f y  which causes  have been 
sustained and which have been dismssed describe whether the 
proposed p e n a l t y  has been sus t a ined  o r  reduced and inform the 
employee o f  h i s / h e r  r i g h t  to appea l  o r  g r i e v e  the dec i s ion ,  and t h e  
r i g h t  to be represented .  The  f i n a l  decision s h a l l  a l s o  spec i fy  the 
effective d a t e  of t h i s  a c t i o n .  

Section 11: 

I n  any circumstance i n  which the Employer h a s  reasonable  cause 
to believe that an employee’s conduct  is an  immediate hazard t o  the. 
employing agency, to the employee involved or other employees, 
is d e t r i m n t a l  t o  pub l i c  health s a f e t y  o r  welfare t h e  Employer may 
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place an employee on administrative leave whether or n o t  notice of 
proposed action has been given to the employee. 

section 12: 

Notice of final decision, dated and signed by t h e  deciding 
of f i c ia l ,  s h a l l  be delivered to the employee on or before the time 
the action is effective. 

the notice shall be sent to the employee's 
l a s t  Known address by certified or registered mail. 

Section 13: 

Except as provided in Section 14 of this Article, employees 
may grieve actions through the negotiated grievance procedure, or 
appeal to t h e  Office of Employee Appeals (OEA) in accordance w i t h  
OEA regulations but not both. Once the employee has selected the  
review procedure that choice shall be the exclusive method of 
review. 

If the employee is not in a duty 
status at that t i m e ,  

Section 1 4 :  

The removal of an employee during h i s  or her probationary 
period is neither grievable nor appealable and shall be done in 
accordance with the DPM. 

sec t ion  is: 

If a final decision is grieved through the negotiated 
grievance procedure a written grievance shall be filed with the 
deciding o f f i c i a l  within fifteen (15) workdays after the effective effective 
dare of the action. 

Section 16: 

In appropriate cases, consideration shall be given to 
correcting the problem through the D.C. Consultation and Counseling 
service. When the District implements a new employee assistance 
program, this shall t a k e  the place of the D.C. Consultation and 
counseling Service. 

section 17: 

Whenever an employee is questioned by a supervisor with 
respect to a matter for which a disciplinary action is intended 
against the employee, the employee may. upon request, consult with a Union o f f i c i a l  or other representative. 
supervisor will stop the questioning until the employee can consult 
with such representative, but in no event will such questioning be 
delayed beyond the end of the employee's following shift. When and 
if questioning is resumed. an employee may have a Union official o r  
ocher representative present. 

Upon such request, the 
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Section 1 official Files: 

personnel i n  all units covered by this Agreement i n  the Personnel 
Div i s ion .  

sect ion  2 Right to Examine: 

Each employee shall have the r i g h t  t o  examine the contents of 
his/her personnel f i les .  Empolyees shall schedule such reviews 
with their supervisor and appropriate Personnel  authority 

The Employer shall maintain the o f f i c i a l  f i l es  of a l l  

I 

within a reasonable period of time. I. 

section 3 Right to Respond: 

Each employee shall have the right to answer any material 
f i l e d  i n  h i s / h e r  personnel f i l e  and his/her answer shell be 
attached to the m a t e r i a l  to which it relates. 

Sect ion  4 Right to Copy:  

An employee may copy any material in his/her personnel file. 
Section S Access by Union: 

upon presentat ion of written authorization 'by 'an employee, - t h e  
Union representa t ive  may examine the employee ‘ s personnel file and 
make copies of material. 

Sect ion 6 Employee to Receive Copies: 

The employee s h a l l  receive a copy of all material i n  his/her 
folder i n  accordance with present personnel practices. 

Section 7 Access by Others: 
C... 

The Employer shall inform the employee of all requests outside 
f o r  i n f o m a t i o n  about h i s / h e r  or from his/her 

personnel fold=. The access card s igned by all those who have 
requested and been given access to the  employee's file sha l l  be 
available for  review by the employee. 

3 4  
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section 1 Definition: 

A. Any grievance or dispute '  which may arise between the 
p a r t i e s  involv ing  the appl ica t ion ,  meaning or  i n t e r p r e t a t i o n  of 
t h i s  Agreement, s h a l l  be s e t t l e d  as descr ibed  i n  this Article 
unless  otherwise agreed to by t h e  p a r t i e s .  

At any step of the  grievance procedure,  a grievance 

Work days shall be defined as Monday through Friday 

may be held a t  the request of e i t h e r  pa r ty .  

(excluding h o l i d a y s  

Section 2 procedure: 

This  procedure is designed t o  enable t h e  p a r t i e s  t o .  s e t t l e  
grievances a t  t h e  lowest poss ib le  adminis t ra t ive  level. Therefore,, 
grievances should be f i l e d  at t h e  lowest l e v e l  where r e s o l u t i o n  is 

grievance procedure where the  alleged a c t i o n  which precptated the 
grievance occurred. 

step 1. The employee and/or the Union shall take up t h e  
gr ievance or dispute with the employee's immediate superv isor  

w i t h i n  fifteen (15) working days from t h e  date of the occurrence o r  
when t h e  employee f i r s t  had knowledge of o r  should have known of 
t h e  occurrence. The supervisor s h a l l  a t tempt  t o  a d j u s t  the matter 
and sha l l  respond to t h e  steward wi th in  f i f t e e n  (15) working days 
after the  receipt of the grievance. 

I f  the grievance has n o t  been sett led,  it s h a l l  be 
presented i n  wr i t ing  by t h e  employee and/or  t h e  Union to t h e  second 
leve l  supe rv i so r  (Divis ion Chief o r  designee)  w i t h i n  t e n  ( i o )  
working days a f t e r  t h e  Step 1 response is due or received, 
w h i c h e v e r  is sooner. The second level supe rv i so r  shall respond in 
writing ( w i t h  a.copy to t h e  Local Pres iden t )  within t e n  (10) 
working days after r e c e i p t  of t h e  wr i t t en  gr ievance.  The written 
grievance s h a l l  be c l e a r l y  i d e n t i f i e d  as a .gr ievance submitted 
under t h e  provis ions  of  This Article, and shall list the con t rac t  ?? provis ion ( s ) . v i o l a t e d  a general desc r ip t ion  of t h e  inc ident  giving 
rise t o  the gr ievance.  the  date or approximate d a t e  and loca t ion  of 
the v i o l a t i o n  and the remedy sought. 

sstep 3. I f  t h e  grievance is still  unreso lved ,  it shall be 
presanted in writing h:; the employee and/or Uhion to the thrid 
level supervisor (Administrator of designee) wi th in  t e n  (10)  
working days after the Stap 2 response is d u e  or received, 
whichever is sooner The third lavel supervisor shall respond in 

3s 

Accordingly, a a griavance may be filed the step the 
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writing (with a copy t o  the  L o c a l  P res iden t )  within ten (10) 
working days after r e c e i p t  of the written grievance. 

step 4. If the grievance is still unresolved, it shall be 
presented by the employee and/or the Union to the Office o f  the 
Director or his/her designated r e p r e s e n t a t i v e ,  writing within 
fifteen (15) working days a f t e r  the Step 3 response is due or  
r ece ived ,  whichever is sooner. The Office of the Director, or his/ 
her designated r ep resen ta t ive  s h a l l  respond i n  writing ( W i t h  a copy 
to the Local P r e s i d e n t )  within f i f t e e n  (15) working days after t h e  
receipt of the w r i t t e n  grievance. 

Step 5 .  If the grievance is s t i l l  unreso lved ,  the Union may, 
by w r i t t e n  n o t i c e ,  reques t  arbitration within twenty ( 2 0 )  days 
a f t e r  the reply a t  S tep  4 is due or rece ived ,  whichever i s  sooner.  

Sect ion  3 union Participation: 

A. The Employer s h a l l  n o t i f y  t h e  Union in .  writing of all 
qr i evances  filed by the employees, a l l  gr ievance  hea r ings  and 
d e t e r m i n a t i o n s  when such employees p r e s e n t  gr ievances  wi thout  t h e  
Union. The Union s h a l l  have the r i g h t  t o  have a representative 
p r e s e n t .  a t  any grievance hearing and s h a l l  be  given  fo r ty -e igh t  
( 4 a )  hours  n o t i c e  of  all grievance hear ings .  

B. Any gr ievance  o f  a genera l  n a t u r e  a f f e c t i n g  a large group 
of employees and which concerns the m i s i n t e r p r e t a t i o n ,  
m i s a p p l i c a t i o n ,  v i o l a t i o n  or  f a i l u r e  t o  comply w i t h  the provisions 
of the Agreement shall be fi led at the op t ion  of the Union at the 
Step or level of superv is ion  where t h e  gr ievance  o r i g i n a t e s  without  
resorting to previous  steps. 

S e c t i o n  4 Who May Grieve: 

E i t h e r  an employee o r  the Union may ra ise  a gr ievance ,  and if 
raised by the employee, the Union may a s s o c i a t e  itself therewi th  a t  
any time if t h e  employee so desires. Whenever the Union s h a l l  
raise or is a s s o c i a t e d  with a gr ievance  under this procedure,  such 
a grievance sha l l  become the  Union's gr ievance  with the  Employer. 
If raised. by the Onion, the employee may not thereafter raise the 
gr i evance  h i m / h e r s e l f .  and if raised by the employee, he/she may 
not thereafter cause the Union to. raise t h e  same gr i evance  
independent ly .  

Section 5 Selection of the Arbitrator: 

The a r b i t r a t i o n  proceeding s h a l l  be conducted by an a r b i t r a t o r  
to be selected by the Employer and the Union as soon as possoble 
after n o t i c e  of i n t e n t  to arbitrate is received. If the  parties 
fail to select an arbitrator, t h e  Federal Mediation and 
C o n c i l i a t i o n  Service (FMCS) o r  the American Arbitration Associat ion 
(AAA) shall be requested to provide a list o f  seven ( 7 )  arbitrators 
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from which an a r b i t r a t o r  s h a l l  be selected within Seven days after 
r e c e i p t  of the list by both p a r t i e s -  Both t h e  Employer and the 
Union may strike three ( 3 )  names from the list us ing  t h e  a l t e r n a t e  
strike method.. The party request ing a r b i t r a t i o n  shall strike the 
first name. The a r b i t r a t i o n  hearing sha l l  be conducted pursuant  t o  
the American Arb i t r a t ion  Association guide l ines  u n l e s s  modified by 
t h i s  Agreement. 

section 6 Decision of the Arbitrator: 

The decision of the a r b i t r a t o r  s h a l l  be final and binding on 
the p a r t i e s  and s h a l l  no t  be incons is ten t  with the terms of this 
Agreement. The a rb i t r a to r  s h a l l  be requested to render his/her 
dec i s ion  in wri t ing  within thirty ( 3 0 )  days after the conclusion of 
the a b r i t r a t i o n  hearing. 

Sec t ion  7 Expenses Espenses of the Arbitrator: 

Expenses €or  the a r b i t r a t o r ' s  s e rv i ces  and. t h e  proceeding 
shall be borne equal ly  by t h e  Employer a n d  the Union. However; 
each p a r t y  s h a l l  be responsible  for compensating i ts  own 
r e p r e s e n t a t i v e s  and w i t n e s s e s .  If e i the r  party desires a record of 
t h e  a r b i t r a t i o n  proceedings, it may cause such a recording to be 
made, provid ing  it pays for the record and makes copies  ava i l ab le  
without charge  to the o t h e r  par ty  and the a r b i t r a t o r .  

Section 8 Time  Off for Grievance Hearings: 

The Employee, Union Steward and/or Union r e p r e s e n t a t i v e  s h a l l ,  
upon request, be permitted t o  meat and discuss grievances with 
designated management o f f i c i a l s  a t  each s t e p  of the grievance 
procedure within the time specified e Specified c o n s i s t e n t  w i t h  Article on 
union Stewards. 

Section 9 T i m e  Limits: 7 1 

All time l i m i t s  set f o r t h  i n  this Article may be extended by 
mutual consent ,  but i f  not so extended, must be s t r i c t l y  observed. 
If the matter i n  d i spu te  is not resolved w i t h i n  the time period 
provided f o r  in any step, the next step may be invoked. However 
if a party f a i l s  t o  pursue any step with in  t h e  time l i m i t ,  then 
he/she shall have no f u r t h e r  r i g h t  t o  cont inue  t h e  gr ievance.  

Section 10 outside' Issues: 

Matters not  with in  the j u r i s d i c t i o n  of the Department agency 
w i l l  not be processed as a grievance under this Article, unless the 

Agreement o r  the Compensation Agreement. 
matter i s  specifically included i n  another provision of t h i s  
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Section 1: 

The terms and conditions of this Agreement shall apply to all 
employees in the bargaining unit without regard to Union 
membership. 

Section 2 Dues Checkoff: 

The' Employer agrees to deduct Union dues bi-weekly f rom the 
pay of employee members upon proper authorization. The employee 
must complete and sign Form 277 to authorize the withholding. The 
amount to be deducted shall be cert i f ied  to the Employer n writing 
by the appropriate official of certified to the Employer in District Council is the 
responsibility of the employee and the  Union to bring errors or 
changes in status to the attention of the Employer. Corrections or 
changes will be made at the earliest-opportunity after notification 
is received, but in no case will changes be made retroactively. 
Union dues withholding authorization may be cancelled upon w r i t t e n  
notification to the Union and the Employer within the thirty (30) 
day period pr io r  to the anniversary date o f  this Aqreement. When 
Union dues are  cancelled, the Employer shall withhold a service fee 
in accordance with Section 3 of this Article. 

Section 3 Service F e e s :  

'In keeping w i t h  the principle that employees who benefit by 
the Agreement should share in the Cost of its administration, the 
Union shall require t h a t  employees who do not pay Union dues shall 
pay an amount (not to exceed Union dues) t h a t  represents the  cost 
of negotiation and/or representation. Such deductions s h a l l  be 
allowed when the Union presents evidence that at least 51% of the 
employees i n  the u n i t  are members of the  Union- 

section 4 Cost of Processing: 

The Employer shall deduct $.05 per deduction (dues or service 
fee) per pay period from each employee who has dues or service fees 
deducted. This amount represents the fair value o f  the cost to the 
Employer f o r  performing the service of payroll deduction. 

Section 5 Bold Earnless: 

The Union shall indemnify, defend and hold the Employer 
h a m l e s s  against any and a l l  claims, demands and other forms of 
liability which may arise from t h e  operation of this Article. In. 
any case i n  which a judgment is entered against the Employer as a 
result of the deduction of dues or other fees. the amount held t o  
be improperly deducted from an employee’s pay and actually 
transferred to the Union by the Employer shall he returned' to' the  
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Employer or conveyed by the Union to the employee(s), as 
appropriate 

section 6 :  

payment of dues s h a l l  not be a condition of employment. 

ARTICLE 21 

Sect ion 1 Basic training: 

Other than skills necessary to qualify f o r  the position, the. 
Employer agress to provide each employee w i t h  basic training or 
orientation €or the safe and effective performance of his/her j o b .  
such training shall be provided at the Employer”s expensa and, if 
possible, during the employee’s regular workday. if the employee 
is required to participate in training outside regular work hours, 
t he  employee will be compensated at the overtime or compensatory 
rate. Continued training shall be within budgetary constratints. 
sect ion  2 continued Training Opportunities: 

The Employer w i l l  encourage and assist employees in obtaining 
career related training and education outside the Department by 
collecting and posting current information available on training 

of time or expense assistance the Employer may be able to provide. 
and educational opportunities. The Employer will inform employees 

s e c t i o n  3 Career Ladder: 

The parties recognize and endorse the value of employee 
training and career ladder programs. Both parties subscribe to the 
principles of providing career development opportunities for employees who demonstrate potential for advancement. The 

feasibility of upward mobility and training programs. f o r  unit 
employees shall be a proper subject for labor-management meetings. 
The Employer will t a k e  positive steps to identify those employees 
who deserve favorable consideration f o r  promotion and this w i l l  be 
recorded on the employee’s annual performance evaluation 
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Section 5 Union-Sponsored Career Advancement Programs: 

Management and t h e  Union support: the o b j e c t i v e  of 'meaningful 
career advancement far D i s t r i c t  government workers i n  the areas of 
promotion, transfers and f i l l i n g  of vacancies.  In keeping with 
this o b j e c t i v e ,  t h e  Union will i n v e s t i g a t e  and develop programs t o  
enhance opportunities f o r  career advancement, such as : career 
counse l ing  services placement  of career planning resource 
m a t e r i a l s  on - s i t e ;  correspondence course arrangements with area 
colleges, universities, vocat ional  and t e c h n i c a l  Schools ;  and 
workshops on resume wri t ing  and interview skills. 

Programs t h a t  are developed will be presented  and discussed 
dur ing  appropriate labar-management committee meetings for review 
and c o n s i d e r a t i o n .  

ARTICLE 22 
MATERNITY AND PATERNITY LEAVE 

J.. Appropriate maternity leave before and following 
childbirth s h a l l  be granted a t  the reques t  of the employee. The 
employee is ob l iga t ed  t o  advise her supe rv i so r  s u b s t a n t i a l l y  i n  
advance of the ant ic ipated leave date. The length of absence is to 
be determined by the employee, her doctor, and supervisor on an 
i n d i v i d u a l  basis. Maternity leave may be accumulated annual leave, 
sick leave, o r  leave without pay, and shall be reques ted  and 
approved i n  accordance with e x i s t i n g  r e g u l a t i o n s .  Sick l eave  may 
be gran ted  only  for the period of incapac i t a t ion ,  however. 

2. A male employee may reques t  only annual  leave or leave 
without  pay f o r  purposes of assisting i n  caring for h i s  minor child 
and/or  t h e  mother of h i s  new-born child while she is i n c a p a c i t a t e d  
for mate rn i ty  reasons. Approval of leave f o r  this reason shall be 
c o n s i s t e n t  w i t h  p o l i c i e s  for g r a n t i n g  l eave  i n  similar s i t u a t i o n s  
and such leave request shall be considered an its own merits. 

Sec t ion  1: 

The Employer will provide at arrange f o r  counsel ing for 
interested employees who are of retirement e ? ~ .  
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Section 2: 

The counseling will include information. on voluntary 
deductions, benefits, insurance, and assistance in preparing the 
necessary retirement papers. 

ARTICLE 2 4  
EMPLOYEE ASSISTANCE PROGRAM 

sect ion 1: 

The Employer will continue to counsel and make appropriate 
referrals to the D.C. Consultation and Counseling Service which 
includes counseling and referral  services to employees to deal with 
a variety of  needs and problems such as j o b  performance, emotional, 
family drug, alcohol., and marital problems. 

Section 2: 

The parties recognize that alcoholism is a treatable illness 
and t h a t  drug abuse is a treatable health problem, and recognize 
the values of continuing effective implementation of the District 
Government p o l i c y  on alcoholism and drug abuse in accordance with 
District Personnel regulations. 

Section 3: 

The Employer recognizes the value of Union cooperation and 
support . f o r  the Employee Assistance Program and the need to 
maintain open lines of communication on the program w i t h  the Union. 
The Union agrees to support the program actively. Meetings between 
designated representatives of  the Employer and, the Union may be 
held at the request of either party as the need arises, 

Section 4 :  

Employer-Union communications will be consistent with 
applicable confidentiality requirements of the program. 

Section 5: 

The Employer will continue to provide a Coordinator to serve 
as a paint of contact for employees- 

Section 6 :  

The employer and t h e  Union will cooperate in increasing the 
awareness of employees supervisors, and stewards of the services 
available t h rough  the Employee Assistance Program 
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ARTICLE 25 
REDUCTION IN FORCE 

Section: 1: 
The  Employer agrees to consult i n  advance w i t h  the Union p r i o r  

to r e a c h i n g  dec i s ions  that might lead t o  reduction i n  force i n  the 
barga in ing  unit. The Employer further agrees  to minimize the 
effect of such reduction in force- on employees and t o  c o n s u l t  with 
the Union toward this end. 

section 2: 

shall be fol lowed.  

section 3: 

Where there has been a misapp l i ca t ion  of t h e  app l i cab le  RIF 
procedures, an employee may file a gr i evance  e i t h e r  through the 
n e g o t i a t e d  grievance procedure o r  O M  procedures .  Once an appeal 
procedure has been selected,' t h i s  shall be the sole procedure 
fo l lowed.  Under no circumstances may an appeal be filed under both 
procedures .  

In the event  of a reduct ion i n  farce, Chapter 24  of the DPM 

ARTICLE 2 6  
ACTING PAY 

Employees deta i led  o r  ass igned  to perform the d u t i e s  of a 
h i g h e r  graded pos i t ion  f o r  more than f o u r  ( 4 )  pay periods i n  any 
calendar year shall' receive a c t i n g  pay o f  the higher graded 
p o s i t i o n .  Details far periods of a t  least one (1) pay per iod  shall 
count toward t h e  accumulation of the four ( 4 )  pay per iod  
requirement.  The appl icable  rate of pay will be determined by 
a p p l i c a t i o n  of D. C. Government procedures  concerning grade and 
s t e p  placement for temporary promotions, and will be effective the  
first pay period beginning a f t e r  the  q u a l i f y i n g  pe r iod  has passed. 
An employes an detail to a lover graded p o s i t i o n  s h a l l  maintain t h e  
pay f o r  h i s / h e r  o r ig ina l  p o s i t i o n .  Advance n o t i c e  will be given to 
t h e  Union of any detail exceeding one (1) pay per iod .  

T h i s  provision -shall not  apply to t r a i n i n g  programs. 

I s s u e s  invoiving changed o r  additional duties assigned to an 
employee, within his/her p r e s e n t  p o s i t i o n ,  s h a l l  be considered i n  
accordance with posi t ion c l a s s i f i c a t i o n  procedures 
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If and when uniforms are required by the Employer, they shall 
be furnished by the Employer. 

ARTICLE 2 8  
CONTRACTING OUT 

It is recognized that contracting out of work that is normally 
performed by employees covered by this Agreement is of mutual 
concern to the Department and the Union. Decisions regarding 
contracting out are areas of discretion of the Department or a 
higher authority. However, the Department agrees to consult with 
the Union 60 days prior to final action, except in emergencies, 
regarding t h e  impact Of such contracting out on employees covered 
by this Agreement. 

ARTICLE 29 
SAVINGS CLAUSE 

Should any provision of this Agreement be rendered or declared 
invalid by reason of any existing or subsequently enacted,  
legislation or by decree of a court or administrative agency of 
competent .jurisdiction, such invalidation shall not affect any 

In chat event, either par ty  shall have the right to demand 

o t h e r  part  or provision hereof 

negotiations for a substitute provision. 

Section 1: 

this Agreement shall be in full force and effect from the date 
of approval through September 3 0 ,  1995. 

Section 2: 

This Agreement constitutes t h e  sole and entire Agreement 
between the parties, who do mutually waive t h e  right to negotiate 
on any futher subject during t h e  l i f e  of t h i s  Agreement, except by 
mutual consent. 
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It is understood that any amendments to this Agreement, ,as 
stipulated in. Section 2 ,  require the same approval as the 
Agreement. These amendments will terminate at the same time as the  
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FROM 1199NUHHCE’AFSME 

Approval 

This Collective Bargaining Agreement Between the D i s t r i c t  
of Columbia Governmrnt and American Federation of State, County,. 
and Municipal Employees, Local. 2095,  'and American Federation of 
Government Employees, Local 3 8 3 ,  .dated has 
been reviewed in accordance with Section 1715(a) of the D i s t r i c t  of 
Columbia Comprehensive Merit Personnel A c t  of 1978 (Sect ion 1- 
618.15(a).;. D . C .  Code, 1981  Edition, Volume 2 ,  1 9 8 7  Replacement) and 
is hereby a p p r o v e d  this day of , 
1993 

Sharon Pratt Kelly 
Mayor 

' 4 6  
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The following provis ions are f o r  informational purposes only 
and were not negot ia ted .  

A. Employees s h a l l  earn annual leave  from the d a t e  
of hire i f  the  appointment is f o r  ninety (90) days or longer. 
Employees s h a l l  be e l i g i b l e  to take vacation (annual l eave )  as of 
the first day of employment if the appointment is f o r  n ine ty  (90) 
days or longer .  

Annual Leave: 

1. A n n u a l  leave may be accrued; however, no more than  
t h i r t y  (30) days annual leave may .be c a r r i e d  forward i n t o  .the 
next leave year unless any of t he  following cond i t ions ,  are 
m e t :  

a. To c o r r e c t  an adminis t ra t ive  e r r o r . .  

b. When annuel leave was scheduled i n  advance but 
its use denied because of exigencies of pub l i c  business.  

c. When the annual leave was scheduled i n  advance 
but its use  vas precluded because of i l l n e s s  or  i n j u r y .  

If, a t  the end of any leave year ,  an employee has annual leave 
in excess  of the normal permissible annual leave carryover because 
of one o r  more of the  above reasons, he  shall not f o r f e i t  t h e  
excess. All r e s t o r e d  annual leave must b e  taken within t w o  ( 2 )  
years from t h e  date  of r e s to ra t ion .  It is understood that a l l  
dec i s ions  r e l a t i n g  to t h i s  matter are w i t h i n  t h e  a u t h o r i t y  of t h e  
Direc tor ,  Department of Budget and Finance. 

B. Funeral. Leave. I n  the event of a death  i n  the immediate 
f a m i l y  (parent ,  s i s t e r ,  brother ,  spouse, c h i l d ,  mother-in-law, 
s i s t e r - i n - l a w ,  brother- in- law,  son-in-law, o r  d a u t h e r - i n - l a w  of 
any employee every effort w i l l  be made to gran t  annual leave.  

C. Military Furlough. An employee who e n l i s t s  or is ordered t o  
a c t i v e  duty  i n  the Armed Forces can claim r e s t o r a t i o n  r i g h t s  wi th in  
ninety (90)  days of release from a c t i v e  duty  under honorable 
condi t ions .  

The Department shall restore an eligible employee as soon as  
poss ib le  after he/she app l i e s ,  but i n  any case he /she  shall be 
rescored wi th in  t h i r t y  ( 3 0 )  days a f t e r  the  Department r ece ives  his/ 
her application. 

D. Annual Leave action Annual leave will be earned as 
follows (based on fu l l - t ime  employment i n  a pay s t a t u s ) :  

1. Lass than three year service four hours each pay 
period:. 
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2. More than three years service, but less than fifteen 

More than fifteen years service eight hours each 

years of service six hours each pay period; and 

3, 
pay period. 

E. sick Leave. 

Employees s h a l l  start to earn sick leave from their date 
of hire ,  at t h e  rate of one-half day each bi-weekly pay period,-an& . ' -  
shall accumulate s i c k  leave as long as they are in the service a€ 
the Employer. 

Employees shall be credited far unused sick leave by 
having such leave f o r  employees who terminate employment other than 
by retirement shall remain to his/her credit for three years. 
F. Funeral Leave .  Funeral leave not to exceed three (3) work 
days funeral shall be granted to an employee in connection With the funeral 
of, or memorial services for his /her immediate relative who dies as 
a result of wounds disease, or injury incurred while serving as a 
member of t h e  Armed Forces in a combat zone, in accordance with 
Section.1203(n) of the Comprehensive Merit Personnel A c t .  

G. Holidays. The District of Columbia Government Comprehensive 
Merit Personnel A c t  and the D i s t r i c t  personnel regulations 
prescribe the  procedures for legal publ i c  holidays for  employees of 

As stipulated in D.C. Code, S e c t i o n  1-613.2(a) (I987 
Real . ) ,  the following days are legal public holidays f o r  
employees of the District government: 

1. 

2.  

the D i s t r i c t  government. ' 

1. 

a. New Years Day, January 1; 

b. Dr. Martin Luther King, Jr. 's Birthday, the  

C. Washington's Birthday, the  third Monday in 

third Monday in January; 

February; 

Memorial Day, t h e  last Monday in Way; 

Independence Day, July 4 ;  

Labor Day, the first Monday in September; 

Columbus Day. the second Monday in October; 
Veterans Day November 11; 

Thanksgiving Day. the four th  Thursday in 
November; end 

Christmas ;?a?, December 25. 25. 
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AS stipulated in D.C. Code, sect ion 1-613(c), January 2 0  of 
each fourth year starting in 1981, Inauguration Day is a legal 
p u b l i c  holiday for t h e  purpose of pay and leave for all employees 
scheduled to work on that day. When January 20 of any fourth.year 
falls an a Sunday, the nex t  succeeding day s e l e c t e d  for the public 
observance of the  inauguration o f  the President is a legal public 
holiday. 

2 .  Subject to the applicable District personnel 
regulations, when a holiday falls on one of the employee’s 
regularly scheduled workdays in his or her basic workweek, 
that workday is the employee's holiday. When a holiday falls 
on one of the employee's regular days off, the employee's 
holiday will be either the last preceding workday or the first 
succeeding workday to the regular day off, as prescribed in 
the District Personnel Manual 

.3. It is the p o l i c y  of the Employer to assign holiday 
work to .employees only when such work is necessary for the 
p r o t e c t i o n  of life or property, security, or health, is in the 
interest of the general public, is to meet an emergency in 
which the interest of the Government requires t h e  completion 
of a particular job without delay, o r  is necessary in 
providing necessary power, heat and maintenance. 

The Employer will n o t  change work schedules fo r  the 
sole purpose of providing an employee with holiday pay or 
denying an employee holiday pay he or she would have received 
but for the change in work schedules. 

H. probarionary Employees. A probationary employee may appeal a 
termination in accordance with the District of Columbia Human 
Rights A c t .  

4 .  
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In the exercise of these rights under Chapter 18 of  the CMPA 
and District regulations, there shal l  be no coercion, harassment, 
or retaliatory action taken against employees acting in good faith. 
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MEMORANDUM OF UNDERSTANDING STANDING 

The D i s t r i c t  of Columbia Government and the American 
Federation of State, County and Municipal Employees, Local 2 0 9 5 ,  
agree to the following: 

1. The parties agree that the certified Non-Licensed 
Medicine Givers shall be eligible- to receive a certification 
allowance of $509 for FY 1991; $ 8 0 0  in FY 1992; and $900 in FY 
1993. Such allowance will be paid to those employees who are 
certified and who are required/directed to dispense medication, 
Payments to such employees will be made in the following way: 

a. FY 1991: $500 lump-sum payment no later than the 
first pay period that begins on or after January 1, 1992. 

b. FY 1992: $400 increments effective t h e  first pay 
period that begins on or after January 1, 1992 and April 1, 
1992 

c. FY 1993: $450 increments effective the firs': pay 
period that begins on or after November 1, 1992 and April 1, 

2. A joint request will be submitted to the D.C. office of 
Personnel no later than May, 1993, to conduct a survey of the 
certified Non-Licensed Medicine Givers to determine whether a 
reclassification and an additional grade is warranted. 

agree to pursue training opportunities for these classification 
consistent with objectives outlined in Section 2 above.. 

Agreed to this day of 1993 by the 
following authorized representatives of the parties. 

1993 

3. bring the remainder of FY 1993, the  parties further 

FOR THE DISTRICT OF COLUHBIA 
GOVERNMENT FOR THE UNION ON 



The, committee’s purpose sha l l  be 'to study and conduct 
necessary research relative 'to the expeditious .achievement of, this. 
goal.  The committee will study contracts with other agencies and 
issues, such as location, hours of operation, staffing and fees- 

FOR THE UNION FOR DISTRICT OF COLUHBIA 
GOVERNMENT 

C .  
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